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PREFACE 



lliis docunent attempts. to report selected elements of activities and 
information that was exchanged during the two day H.E.W, Region V Skills 
A^s^ent Consul tat iori,^nference, . ' . 

The didactic presentations, whith formed the background for oQr 
discussions, are briefly ^uomaris^d rather than presented verbatim.* We 
t^ave also abstracted the content of the pan^l c;eactions, small group 
discussions and general comments from various individuals. The decision to 
do this was predicated by our desire to prdvide a document of | reasonable 
size which captured the essence of the participants' contributions to the 
Conference. / , 

In producing th^s document, we have worked from tape recordings of the 
sessions. As a result, we mi^t eniPhasiaie that the content of this docu- 
ment,, with the ex/eption of the material in the appendices, Is solely our 
responsibility. •Jhe comments and content attributed to particular indivi- 
duals may or mayyhot be a totally accurate representation «f *ik\dX was said. 

^'or those who. are interested .in the specific content of the didactic 
presentations/ .we urge you to contact the individual presenters* • .Vou will 
find their navies, j^yj organizational affliation along. with a brief descrip- 
tion of the/r presentation under the section "Suwwary of Skills Assessment 
PresentaVioite." Your decision to seek further contact may be assisted by 
• scanning ihe "Program Evaluations by Participants" v^ich appeals in the 
appendices or by discussing the presentations with a colleague, who was in 
attpn<3ap(ce. . \ ^ 

would like to thank those individuals v>ho encouraged and supported 
the ^development of the program including Ronald Kozlowski, Director, of tlte 
.U./.F. Consortium Project and Robert Vo'gt, Assistant Regional Program 
Director, H.E.W. Region V Developtwjntal Disabilities Office. 



'Ifiose primarily resj^nsible for the outcomes of the consultation/con- 
ference reported in this docimenk- were the participants who gave of their 
time and energy to address this issue. They are identified in the Appendix. 

Our wish is that you will find this report of our deliberations of 
value in planning for the assessment and training of personnel serving 
developmental ly disabled individuals. ^ ' 

t . .. i ^ 

E. Eugene Handley, Ph.D. . 
Program C^irman . ' 

Bennett H. Berman, Bd.D. . 
Program Co-Oiairman 
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Recent revisions in the Developmental Disabilities Assistance and Bill 
of Rights* Act of 1978 impact directly on the* area of personnel develop- 
ment. Section *511 of the act regarding the Developmental 'Disabilities 
State Planning Council's annual plans for the provision of services in7 
eludes a portion enti,tled "Professional Assessment and Evaluation Systems". ' 

« 

(6) "The plan must ptovicje for - . ' 

(A) an assessment of the (adequacy of the ^kiil level of profes- 
sionals and paraprofessionats serving pe,rsom».wi th developmental 
disabilities in the St a tt^ and bhe adequacy of*^e State programs 
•and plans for supporting trvaining of such- professionals and 
paraprof essionals in maintpiining the high quality of services 
provided to persons with developmental disabilities in the State; 
^ri'i ' _ . • * 

( (B) the planning and implementation of an evaluation system (in 
Vpiccordance with section llO^a))." 

Contained in the legislation are four charges to be addressed by the state 
plan: 

» • 

X. Assess the adecjuacy* of the skill ^evel of professionals and 
parapifofessionals serving the Developnen tally Disabled population; 

2. " Plan for supporting training of such individuals; 

3. Plan an evaluation system; ^nd 

% 4. Implemeot the evaluation system. 

I'hose familiat^ with the area of personnel development recogni ze^ the 
magnitOde of the. charge and the immensity of the task% related tb^the 
implementation of the mandate* It was proposed that a meeting be convened 
of recognized experts in our st;ates, region and country to advise in the 
implementation of the legislation. As a result of the meeting^ specific 
straftegies and recommendations ^fi&te to* be disseminated to the states to 
a^ssist them in plan development in compl iance with the intent of the 
legislation. The task vas a major one in that the following questions must 
be a^ddressed in the process of identifying ^recommendations in this area: 



/ 



i; ^hat are the essential services' provided to developmentally 

disabled individuals in our region? v ■ .j 

2. Who are the professionals and paraprofqssion^fls esisential to the 
delivery of these services? . ^ 

J; How does one ,meai^ui^e the adequacy of the services? 
4. What are the skills essential to providing adequate services? 

How does one measure the skiTl level of ttie "service provider? 
6. ^ How does one plan for coordinated state-wide- training for all 
prd^fessionals and paraprofessionals? 

Hi 

Significant pf ogress has been made within H.E.W. Region V in anticipa- 
t i.on dt this mandate. All of the state plans in Region V address the issue 
of 'Staff developmeht in some form* The Technical Assistance Project 'in 
Ti vnining Ofevelopmental Disabilities Personnel ^ located, at the Institute for 



the Study of Mental Recordation and Related Disabilities^ has addressed 
this issue in meetinc^s with State Planning Councils^ CQndi^cted a survey of 
staff training activities within the cooperating' states, produced documents 
.describing the sources of funding for trailing and personpow^r planning, 
and identified significant individuals in each of the states responsible' 
for training j^rsonnel whp serve the DD population. The project- worked 
closely with other Institute staff in the planning . and , implementation of 
the Consultation/Conference. 

Utilizing funds provided through the Region V U.A.F. Consortium 
Project , the Institute-^r the Study^ Of Mental Retardation and! Related 
Disabilities (ISMRRD), in cooperation -with the Region V Technical Assist- 
ance in Training Developmental Disabilities Pyrsonnel Prgject designed and 
impl emented the consul tat ion/conference • " Invited to participate in the 

conference were Individuals from the following groups: 

\ ■ ♦ ♦ " 

1, National'ly recognized exper^ts in the fiie^Ld of personnel training 
ar\A deveiopnent*; 

2* Directors of 'training from selected'state agencies serving the 

developmentally disabled; / \ ^ 
i. State cou'ncil and agency staff responsible for the'planning of 
V strategies related to the legislation; . • , * ^ 

4. Individuals with experience in identification of trainir>g skills 
and needs in hUman service systems; 

5. Individuals representing professional .and paraprof essional 
personnel; and* 

6. ' Representatives from the Region's University Affiliated Facili-- 

ties (UAF's) .. ' - . ^ 

This group met for two days to consider/ the problem and develop 
recommendations for actit)n. This report of the findings of tht 
••consultation/conference" is being disseminated ta the state planning 
councils and related human service agencies in H.E.W. pegion Recipient/s 
of the document will be- contacted in two months and asked to^describe ways 
in which the materials were utilized. - * 



11. CtNTENT OVERVlfcW 

In this section, the openinq remarks and keynote presentation are 
included virtually intact* This will enable the reader feo capture the 
essence of the Conference mission and the important legislative history 
related *to Section 511. ^ 

The presentations of the invited training experts, internal and^ 
external to the developmental disabilities care provider system a»re sum- 
fharized. The editors have attempted to present the highlights of each 
resource person's comments. 

The. structure of this Conference was to concentrate the first day's 
activity on information input and to devote the second day to i'oter-act ive 
discussipns, problem solving, and the development of specific recommenda- 
tions. . . • 
\ ■ . * 

A. Welcominq Remarks ' * 

Robert Vogt ; * ^ • • » 

Oh ipehalf of the Reqion V Developmental Disabilities Office I'd lH:e 
to welc9me. you to this Skills /Assessment/Consultation Conference.' The 
process of skill assessment ha^ been with up for a v*iile, at least it has 

.been at a, level of conversation aYid bylaws amonqst the developmental 
disabilities councils and our university-based training programs, U/F's. 
With thie amendments to. the law, it is now mandated as a mission fot the 
state,, in this case, the state council, to design how we are going to 

.perfovm this> skill assessment. That is probably akin to mission 
impossible. 1 4:hink -that Is why you are here today to try to tell us, to 
share wiUi us, how we might begin to approach the problem. This conference 
ifi the culmination of thinking of the state councils and the "Univer- 

sity-based programs who H^p met over the past two years. 'Ihis is the last 
of "a series of confe^"iices we sponsored that have looked at high priority 

•areas. This one being, ifte newest, and I thivii- one of the most difficult to 
c^al with, I have no ^swers. What 1 would like to do now As end my welcom- 
ing commments 'and thank you for coming. I think our ccmference will be 
very successful. Maybe somewhat frustrating by the rftne we've finished, 
but it has to be .done and we're looking for options to implement the law. 
As far as I khoU we're the first ones either smart enough or dumb enough to 
try to do this. We'li soon find, out w!pb\success we cire going to have. ^\ 

B. ln,t rcxJuction * ^ 
Eugene Hand ley : 

.The best title for. this^ part of the program presentation is "Seven 
Little Lines." 'Ihis conference is essentially buil,t around seven little 
lines of legislation that are monumental in their challenge. To help us 
with an understanding of Where we are headed 'for the' next two days?^e 
•thought it would be important to p'rbvide you with background informati'on 



about Liie qeneral development ot -the new Tbq isiat ion. 1 think it is an 
int'erestinq history. Mr. Robert McNeil, (n working with the American 
Association ot University Affiliated Proqrci|rts in Wash inq ton, was heavily 
involved in that process Irom the beqinninq, the middle, and /\ow the 
implementation of the leqislation. %iCduse ot that, 1 believe that he can 
present a perspective tl^at would Ijf^elpful to us. 

• 

C. Leqislcjtive History 

* 

HoberL McNe il: \ ' 

1 am doiiqhted to be he-re- this niorninq. 1 bad encouraqed Gene Hark^ley 
to invite Seldon Todd, Executive Director of the American Association of 
University Ait iliatsec'l Froqrams to. address the historical background because 
he had a qreaU deal to do with the Section 511, which is the subject of 
this meetin , 'in that he was unable to attend, I "will try".to proviae you- 
with as much information ^s •Beldon and I have in reference to the intent of 
Conqress in addinq this provision to the law and'trie intent of those who 
participated in the process that led to its inclusion. 

First pt all, there is in Wash inqtop' a tairly effective coalition of 1 
orqanizcltlons that work in this area with the Congress. It's called the 
Consortium Concerned with the Developmental ly Disabled (CCDD)-. Member^ip 
of that group incliui^s, in addition ^o the Association of University 

'Affiliated Proqrag^s, such qroups as th^ National Association for Retarded ^ 
Citizens, the EpTlepsy Foundation, *ari the Council foV Exception Children. 
That group has 'been toqether -about five years and it has been fairly ' 
effective. The groups are now able to speak with some-deqree of coherence 
to Congress and the. effect of that was notable lai:,t year in that the 
Consortium actually did draft a bill that ultimately became a House bill 
whictr- ultim^ftely became, in great measure, tfw Developmental] Disabilities • ' 
Amendments of 1978. Section 511 was one of the ' provisions tWat was addec} 
to the law initially in the draft prepared by this Consortiurfi. The Americai\ 
Association of. University Affiliated Programs, speaking now as a semi- 
official representative of the UAF organization, had a great deal to do ' s. 

, with encouraging the inclust'on of this language. We felt it had some very 
direct relevance to the issue of the role- of Uhe UAF program and the ' ^ * * 

^re'lationship- of t|fiaV4.M=i^«Kain with the state councils. The section ✓ i 

essentially c»ii}end\i part of>;he earlier law wiiich deals with state plans. ^ | 

It noW requires that tlie plan provide for an assessment of the adequacy of 
the skiri level of professionals and paraprofessionals serving persons with 
developmental disabilities and the adequacy of the state programs and plans 
supporting tralnirKi ot such professionals and paraprofessionals. 



To lxi«iin witii, there were a number ol tacLors and considerations that 
very .spec; i f i'cal ly relate the addition ot this language to the act. 1 would 
^like brh>tlv Lo go over them. First ot all, I think many whb have been" in 
this tield lor the lai;t lew yt^ars would ag»-ee that tlie UAi*'s, at least as 
they wert^ perceived by the state^people , were not being as responsive as 
th^y should be to the, off-campus, non-uniVersi ty source of needs that were 
evident, to those people in the fiald. Th its , att i tude was certainly m6st 
n'^t-.ible on the part of state agency representatives and state council 
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members* Whether it was a reasonable attitude or not, is not. important • 
Tm just saying that it was fact, and it remains a fact that there has been 
and there remains a somewhat difficult relationship, at least in some 
areas. UAt'^s j^ere seen>^ by some, as just^ another form of higher education 
with a very limited utility in the real world* However,, one of the orig- 
inal ideas behind the IjAF' program, which was established by spme federal 
legislation in the early 60's, was to make the universities more useful, 
arid to give them more utility with regard to the needs of ' the mental ly 
retarded population* In my dpinion, the UAF program p;:esents a very 
considerable variety in terms of types o^ programs, which are not -easy to 
charatcter ize as a group. ^ • - 

\ • 

On the other side of Uie coin,|many of the UAf* representatives believe 
that the councils, and many /bf the state agencies, have been less than 
effective. They resented the attempts that they felt wer^ uncalled for .to 
dictate the UAF program's (direction and pointed to the very limited budget 
provided by the Developmental Disabilities Piogram which is^ only 5% or 6% 
of the total of the UAF budget. They ask why this small amount of support 
justified more than just- a passing interest^ in problems on the part of 
the W Councils and state agencies. As many of yc u koow, most of the UAF's 
support is provided by the Maternal and Child Health Agency in HEW whiah is 
a chilci 'health medical model and is £o some extent inco'Hsistent , not^with 
just the expectations of the developmental disabilitie3 program, but Uie 
very wording of the DD law itself* Since most services to the developments- 
ally disabled population are personal services, provided by persons who. 
must be trained and possess special skills, one wonders why these 
university-based centers, which consistitiute a major resource for providing 
these txai^ned people, and ^the state people who were charged with improving 
s^ervices Xo the developmental ly disabled, are at such odds, if indeed they 
'^are. 

The fundamental issues became how does a university-abased program 
constructively and realistically contribute to the work of the councils, 
contribute to tlie entire process of implementing the developmental disabil- 
ities program nationally, and still comply with liheir own mandates and 
mission^ that they had set for themselves and had set for them by federal 
law. In othet words, how could they assist in this planning process and 
still not contradict v^iaL they were all about? 

Before we can examine that question, -it soems to me,^ first we have to 
question how much ot a problem ttie adequacy of the traininq^received by the 
• pro^e;bSsionals in this tield presents. How extensively shoulj^/we be examin- 
ing such issues as the qualifcy of diagrfosis, treatment planning, and the 
'actual services that are ultimately delivered? Should not the state plan 
deal with training and the issue of ^'ual ity of services in addition to 
quantity? Section bli was (/ftaliy intended to ^orce an acknowledgement that 
quality ijs important in addition to quantity of services. . And 'if quality 
is im{>jrtant then tr^iininq is an impor bant^ par t of quality. One thing 
that was not directly behind Uie inclusion ot this provision in ttie law was 
the notion that we need more estimates of nimbers of people needed. _5 While 
quantity is important, the ma'jor ttirust behind 511 represents a judgement 
that the UAF* role is that ot assisting in assessing the quality of services 
and developing plans ta improve the quality, rather than dealin^with the 
quantity issue. I have some problem with that because in many areas of the 



couciLiy 11 is hard L.o roaliy cjeL l.o the qudLiLy issue because, o£ such a 
problem ot quantity. In Nt/w Mexipo, for example, there are many ^deficits, 
amoncj them the aval iabi Lity bt services tor the develo^jmentally (^sabled. 
^ think that's true in any essentially poor and/or rural state'. While the 
intent may wo-11 be that bll forces us to deal with quality, it seems to me t 
that we should not overlooX tlie quantity -issue. Universities and councils 
should continue to work together to deterjmine how many services wfe need and 
in \^at areas we need therfr. 511 is very short, obviously. It doesn't 
spedlfically require that tihe UAF doy-a ny thing. It is not ijn the part of 
the law that relates to the UAF facility. Clearly it would violate 'the 
idea that councils are charged with developi,ng a state plan if we were to 
put in there certain requirements that UAF',s do certain tilings. 

' • " "* ♦ . 

However, there is a provision in the law elsewhere, it's section 

121-B2, .wtiich is part of the basic author ity^ fo«r the UAF pr-ogram and the 

developmental disabilities law'. 'Itiis iaw givei; cet^ain discretionary 

authority Co. H'^W, and permits them, assuming they' have the appropriations 

to do so, to award funds to selected UAf;"s to assess the needs for trained 

personnel. While that lan^uage^j^ates , obvipusj.y, more disfrectly to the 

quantity _;ssue, the intent wffijhat it be an encouragement to implement 

511, essentially a means by whicf^he' UAF^ program can carry out the intent 

of Section 511^ . . ' 

1 suppose that when we examine the^law and we try to determine what 
exactly it was intended to mean, we could come up with a number, of inter- 
pretations. Wliat I've tried to give you is tlie intent ot those -who drafted 
the provision that ultimately becai.i^: Section 511 and the provision that I 
just quoted, which- is intended to go >nd- in-hand With 511. V\iiether or ridt 
HEW Will ^carry out that intent, remains to be seen. I-suppose we are all 
free td interpret it as. we^ think best, and I supposTe 't i^ too early to say 
what-exactly is going to happen. 'Ihere doe^s y^ot seem to ue a great deal of ^ 
consistency between these tyo ^Jrovisions. It Seems to ine that if you hear 
what those who wrote this provision intended and then read the law' there 
are some cleat inconsistencies 

r 

There is one oUier point t^hat 1 want to touch on. 'Ihe language itself 
is in rj provision that al/o relates to eva 1 uat ioii .sit ' s the opiniorY of 
some ot. those people w^^b worked on this language, tti^TTYhe language of 511 
I'tselt is too formal and that Cong res s'^<5r/i>H^|ow confused Section 511 with 
formal evaluation. I't was not intended, "'as 1 under-stand*, that tliere be any 
kind of certification process of .prof ea;)5iona Is aJs d-resuTt of this lan- 
guage. Rather, it was ia>lendod that this be a fairly informal process. ' 
The intent was simply that :he quality of services'is important and that 
th« UAF's represent a /resource wfiich should be'utfilized in our attempts to 
try to discern tho -best answei: for determining whether the quality is 
■"adequate. There are no pre-determined formulas for, doing this, but if we 
work tcxjfetiier, I suspect we can probably come up with tlhe best Qne. 

511, in my view, iij teciUy a challenge t.o all Uie participants in this 
field to work together, wdrk mg.re ^ iosv^ly, work Wore cooperative:i,y . I 
agree that in this region you iiavj a greater degree ot cooperation than 
elsewhere in the country". 1 hop-- "he other regions will follow suit. 
There are now two national oigenii,ations that represent the entities that 
w>- are considering" here, tlie A(nerj-:;aii Association of Univeirsity Affiliated 



Fr<j<^rcuns'orqcirii/.aLion fi'Kl Lht> state courK-i l-H' <^ro.1^{5^■. tijtJ; Nationai,^^^ 
• ■M)n:j^ti\Qimn^^^ Sisabniti.es. "1 a(ft''i fillip tied wi trrtJoth'. iWN^ionaX 
'] Cppf^rence on Developmental pi sabili ties 'int:6ncis> to form a national otr9ani- 
/ zEt,i,pn'. and to open a Washir^ton office. . The .University, Affiliated Programs 
"have al^leady 4bn^ thi£;,'as you know, I'.am hopeful that we can get the tWo 
organizations to cooper-ate in a venture which ph a natidnal level will 
•ultimately ^sis-C in the. implementation of this' section 511. ' I am ^Iso 
hopeful thatj^hi'S meetii>g will .provide a ■ foundation fbr such- an. effort. 
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During thef^two day conference^ information- ,sha:t,iwg, a^t^ v^ties. wer^ 
•conducted by "training-* ^perts internal , an^ external to Jihe d^velopqiental 
disabilities care provider system. Ea<lh expeYt^^was iavited to make a 45 
minutei prjtisentatlon followed ^y a question and answer 'session. Each 
.cir6senta*tlon was to examine some, aspect of ski 1^ s assessment as it might 
^ fbl^te to implementing Sectfon 5U« • " 

^e presenters and toplq^ were: • . 



Melvin Montmerlo, Pt).D. 
U.S. Army 



Criterion Kef erehoe Testing 
Assess i ng . Sk i 1 i s 



Rict^ard Sheerenberger, Ph.D%, FAAMD The AAMD CQntirtGing 
Central Wiscow^n Center tot t\fi^ Education Proc|ram J 
Develpi^en tally Disabled 



Richard Miller, Ph.D... .. 
I^chigan* Department of . 
ypcial ^r vices , 

Thana^ Kramlingerr PtwU. 
Wilson Learnit^ Company 

Josej^i NavAi 




visory Trainir^ Strategies ^ 



u.: 



civil Service 



kill Assessment Techniques; 
An Overview ' 

Resources and Proc<^s: The Hole . 
of ,the Offline of Leadership 
DtjVelopnent . in the U.S. Civil . 
Service Cominission 



Welvin Montmerlo: . - 

.x.^ ■ — 

' Ui . Montmerlo examined Criterion Reference Testing (CRT) ^ an assess- 
;.:..menl tool io'r implementing Section 511. He reviewed the ski 11 ^assessment 
strategy cur cent iy used t'6 classify Army personnel in over. 300 jobs, by 
>.1982, the Army -est ima-tes it will haVe used 'CRT to generate over 1,000 
^occupational description manu^ils and skills qualification tests. 

- * ^ ■ 

Dr. Montmefcld contrasted criterion and. norm reference testing for the 
. (ibnterertce attehdees. He pointed out that while norm reference testing 
; eiKainined 'fk'rformarvce relative to others, crit erion testing was concerned 
wi th per form^nce relative to predetermined .standards. Criterion Reference 
Testiiig in the Army grt^jw out'^f .systems analysis fo? weapons r^esearch. 



. » • ■ > . if . 

-Wls ijyjt,^.rn^ic approach pfBvided an otyunized "fixed? track" for training 
and led. to tm* creation of Instructional Ufevelopnent (Ii?D) manuals. 

He staged "'that the ricjid concept of ISO manuals has many flaws; these 
include the inability of ^ny' single manual' 'tb deal wfth every training 
situation variable and the tendency for the ISD manual to become a rigid 
' rOle maker" resulting in lock-step Chinking. 

Criterion Reterepde Testing. in ttif "new" Army, accor-ding to Dr. 
Montmerlo, focuses on Uie Synergism o^ the tasks' that produce the desired 
result. This requires examination of a task's- global natute, the interper- 
sonal elements effecting • the task, as well as the special cognitive/techni- 
cal skills 'required. CRT is an art, not ^ science. It requires an 
interdisciplinary teaip effort that links (1) a power sourc/^/decision maker, 
(2)^ari expert on process, and (3) -an expert on content. • IhroL^gh CRT, Dr. 
Montmerlo stated, a feasible commonality or"^ acceptable per formance level 
can be identified more? equitably. - This technique may provide the basi^ for 
a highly efLoctive assessment strategy applicable to tlife wide range of 
services, many of which are inter-related, in the developmental disability 
care provider network. ^ 

Richard Scheerenberger : . ^ 

.The pioneering efforts of the American Association on Mental Defic- 
iency (AAMD) at addressing skill assessment throi^lV a program of Certifica- 
tion tor Continuing Education' in Mental Retardation (CEMR) was outlind by 
y Dr. Scheerenberger ,^ past-Presidenu -^f AAMD. 

y - 

The CKMR Program is composed of six different categories,' including 
t<iaching, readings,- and publications/professional p^p'^rs, as well as the 
\ ^ Category I and 11 type workshops, conferences and courses. Category 1 
V cVedits are viewed as the most critical for achieving CEMR certification. 
<For a detailed description of the AAMD CEMR Program, see Mental Retarda- 
• tion , February L979, p. 1-2.) *" — 

• ft * 

# 

'^f^^t June JU,; 1981, the CEMR Program requires that professionals, wiio 
desire AAMD certification, earn a. total of 150 Continuing education credits 
within J years and of these, » minimum of 6U hours must be earned in AAMD 
approved Category 1 workshops or conferences. Prior to July 1, 1981, 
professionals can be certified by completing 75 CEMR hours of which 'a 
minimun of 12 hours must be in Categoiry I. 

Workshops, conferences or courses submited'to AAMD for approval prior 
to presentation Inay qualify for Category I recognition. Otherwi*se, 'such 
workshops, conferences- ami courses can only -tjarn Category II status. ^ 

Dr. :;cheerenberqer .streii.sed that the cur r enL program was limited to 
prottf.s.gionai.S' in the f ield ol mental retardation. Planning^is now underway 
for CKWR Prcx) rams directed ai (jaraprofessiona Is and those who work maihly 
in a UDivwrsity oeltirig. Any idea^ or suggestions tor criteria involving 
any of the CEMR Programs, pre-sent or planned, i^s .welcome, t^or res^ondence 
or inquiries should be addressed to Dr. Berkowitz whose address appear^ on 
the Gorlference Rcftster) . . ' ■ " 
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'lti»-> development ot the AAMD CfcMH Program was the outgrowth of concern 
for improving the. goal ity ot services which' is addressed by Section 51;.. 
It*is hoped that encouraging prospective emjiloyment resources, whether 
public or private, to use AAMD CEMR certification for personnel selection 
will have, a positive effect upon the service system's qLiaIit;y of carfe. ' ' 

Richard Miller ; - ■ * „ « * , 

During the luncheon p^^ridd of the first ciayy t)r* Miller shared with 
the group a description of a successful Supervisory Training Program 
undertaken by the Michig^an Department of Social Services, Ihe j^rograia ha^ 
'implications for Section 511 because of it's extensive use of consenfetls 
rating in Job AnalVsis to identify the critical elements inherent in a task 
(job). ' . r • . 

Dr- MiHer emp^iasi zed that thisf process^^ like any process that at- 
tempts to equitably arrive at standards for employee assessments requires, 
"tiine" at all.- levels^ of man^ement. Each persoa vgho will be using the Jolj) 
.Analysis Rating Fopm irju^^^^ in its use c^nd be' given an opportunity 

to practice to devel^ c6ht'i(l4nce in their use o£ iie technique. - ' , 



The process of involving the total ^ hierarchy of the organization i'h 
the setti'ng of standards tKroijgh consensus gives each level of the org^irti^ 
zation' a sense of ownership in the activity. This tends t^.^boost morale 
^and increase productivity, Dr,. Miller made the point that identifying what 
as t© be done^ and how well (criteria) ^ was the first step in skill's* 
assessment. Without agreement on these base points^ any assessment program 
wuld produce hostility^ inequity and confusion* 



J> 



Thomas Kramlinger : 

Ther^jfi i5 a wide repetoire of skill assesfiment tools available for 
those charged with assessment responsibilit ies ^ reported Dr. Kramlinger. 
Assessment^ by its very title^ suggests something is going to be comparfiKl 
against something else. TTie standard or criteria used as a model of what 
the skill, per fdrmance should be requires sbme type of task op job 
analysis* What is it that the worker does? How well does it need to ^be 
done? There are many techniques that can be used to arrive at this data^ 
but five tend to be used most freq^uently: (1) Observat ipnal ~ watch the 
worker while he/she works^ describe what hf^she does? (2) Algorithm - a 
flow-charting technique used like a stiVrtulus-response decision making tree; 
(3) Critical Incident often used to study jobs with high autonomy wliere 
an individual must make a problem*-so 1 v ing decision; (4) Ct?nsensus 
Group often used when few facts are available and there is a wide rafige 
qf opinion about what is good/bad performance; and'' (5) Cons,ume r 
Research - a relatively unexplored technjique in htinan services^ but it may 
. Ije effective in examining - jobs with a high degree of criticism from the 
client* 

Following Dr • Kramlinger *s disrrussion ot the various techniques^ he 
UTKierscored the importance of knowing who you are studying. When doing 
task analysis^ you should always work with a mix ot individu|its using a 
model ot high vs^ low performets* The most realistic skill stimdard is 
generally found, soiflowhere in between around the mid-point. Anothar criti- 



/ , 



'V 



I cal l.ssuu is Lhe ot more Lhan one Lecl uii que. wtit^ looking 'at . 
ITils duality of roiioarch incre<V>e)> the prospect of identifying what and 



^ is not job pertineht arvd qualms related* Obviously, it botH studies find 
identical, data ^ your chanceg otr being correct are better. When discrepen- 
cies occur ^ you* can re-exaiyne .the input to catch errors before implenfent- 
ing the program. Ef festive ,/accura%e^ -^ki lis assessment is time cphsumihc 
'and represents a substantia/ investment if it is done correctly. 



Joseph Nava ; 

Mr. Nava^ 



J 

opipni 



, Assistant diirector 61 the Office of Leadt^rship Develbpipnt 

dycago Region^ presented art overview of the U.S. Civil Service CoDhmi: 
si-on^s resources and services thajtr^tate Developmental pi^seibilitie^yCoi^ 
cils and Departments ' might tap to help implement skill asseSsmel 
training system evaluation. Basically, org,anizations opefatij 
federal funds can qualify for their help. The Office of Leadershij 
opment is st up as a non-profit "training organization" t;o assist/yfcrahches 
of federal and state government. Many of the servici^s provided/arer free 
including numerous publications on training. -Most of tt)eir v^rKsihaps and 
training conferences, are available at a much smaller fee than, tlyi/ouflh most 
other purees. 



He stressed to the 'conference particip^ints the need to matHfe 
the^ resources at their d'ispo;5al, not just from his organi zatAiOn 
many of the lOther* groups represented at tfte session, e.g., 
tants, UAFs, ^nd experienced human service researchers withij 



& 'the offer to 
of sending them 
ons related to 




fse of all 
but froip 
ite consul- 
systeiju 

At the^resent^ time, Ihe Office at Leadership Develodnen/t offers only 

Feder&l Government," but he 
cinticipates more training, programs related to emplbyiaent and serving the 
disabled. NVost of the^ courses available in their pr9grarayreyate to g^netal 
management, training 4 and oMice supervisory skills wlw^h,/while federally 
oyiented, are apul icable* to aA setting. Mr. Nava exten 
tjne group of ac^ding their names to his mailing liart a 
ree copies of/a number of pertinent training pub/Ac 
ssessment and (bvaluation. 



PANEL REAC/CION TO. DAY |1 



Gene Hand ley 

' < 
What w(b* charge our Reaction Panel to do 

corttent of the day^ presentations, but^instead t< 
what was said «toaay 'and how it has impacted 
don^t own; wttat.they teel is relevant to their^ 
pairticuldr invdUvement* What we are asking 
for a discussion of the implicat ions »of^ the 
shared today. 



7'/ 
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fow /is not to summarize the 
reict individually as to 
n Lhem. What they own and 
pa/ticular role and their 
is/ not for conclusions, but 
f(/rmation and opinions we 



) 



AI berkowitz 

\ have a soinevlidt uncomfortable feeling about what /e came together to 
do. „ Abo>jt an hour and a half'figo I started to feel like/ 1 j^as.is^ tting ^n a 
ifiutual a-^miration society. We were all being so tery^ibly cooperative and 
so vyonderful to each other, so compl imer^tary to t^^ch other. I began, to 
think that i^^ all of tliat's happening, why are we. here? Wl)y aren't we all 
home in our own states doing the Lord's good work or ri(aybe the Lord's good 
work is just being done wit;hout too much of an eMdrt., In fact, many of 
the things that are happening in the states are /happeai.ng because we 
hayen't talked about some of the knitty gritty^ that Beri Beifman was talking 
about, the realities of life. My concern was that if the state councils 
were given a certain charge by this law, and tlien not ^iv/2n the wherewithal 
to really implement, but rely on the good rtature and the good cooperative 
spirit that we have to deal with othar outsiders to get the job done, we 
could be rilnning into some kind of trouole. I'm an e»-bureaucrat. i was 
in Massachusetts in the MH department and we were o^t' of^ie DD cotlncil. 
The strategy was that if they got us on that councjTl, obviously), we wou],d 
be part of their advocacy group and we wouldn . have too many diJtJEerences 
of opiQion. But that didn't work. ' Indeed, t.iere were differences of 
opinion. , The buck had to stop someplace. We aay that an agency' is man- 
dated to "X" and is supposed to do ..some thing and needs "Y" and "Z" to do 
it. I think we odght to begin thinking about ways to give "X" some way of 
implementing "Y" and "Z". I don^t believe we can sit baclTand say that we 
all work cooperatively because we want- td help the same poor, unfortunate 
people; I don't think it's enough. My great hope waslthat we would get 
these people from different agencies together today ^d gain. a better 
understanding of the trial"^ and tribulations that the other guy£ are 
facing, and ensure that cooperative spirit that I think is being taker/ for 
granted. I'm going home with many more questions than I came 'here about 
our CfcMR Program, our continuir)g education program, in terms of how realis- 
tic it is. I Is it creating the more-causal atm6spher6 that Dick Miller 
spoke about? Will it motivate management supervisors to stay informed? Is 
it more ot an enrjfGhinent versus a performance strategy? I don't have the 
answers to that. / 

/ - ; . . ■ 

Julu is Cohen : 

• 

'I'tiere are an awful lot of thoughts tunning around in itfj/ head riglit 
now.. It is difficult to try to putl together something, especially for a 
^roup, j»rhen .1 feel that I haven't pulled it together tor myself yet. That 
to me i* one measure of the value of what today has been. There certainly 
t)as been a lot of good tilings. One of Uie things that hit me very heavily 
is the whole issue of the role of the UAF; of what is the UAF, and what;, 
does it look like and feel like. We could apply the analogy of the blind 
men and the elephant— everybody is grabbing onto a different part of i^ <incl 
describing it differently. 1 listened to people who say wliat UAlr's are or 
are r^ot and I always want to say "Well, that's not true because we do 
something dif tereriL." -In Michigan, we have a ma,jor community outreach part 
wfiich Gene provides our leader/ship tor and is a tretiiendously strong examplt 
o'f what a UAF can do In working within the needs system of community 
acjencies. At the same time, I look at other UAKs in our region and I ^see 
them doing things that the Institute just can't^do. We don't have those 



/ 



kindy ot .skills. 1 am Lhinkiny In terms At our coVtit^tive utilization." 
• What ditt'erent kinds of roles can each UAF llay? we took the unique- 
skills of the UAF's and ihe six stateij and put them ^11 together ^ could wo 
say what the elephant would look like? "If you're l(>oking for a tail 

•secti6n., go Co this UAF, or it -you' re iooking for a leg part, you go to 
another one, or a trunk, or whateveT. There are gom6 things that j^e're 
able to do as UAF's that other iresoilrces can't, but there's the necessity. 
t9 avoid duplication, the necessity to Coordinate, so that we do a better 

•job "at accessing our resotirce^ cooperatively. 'Ihere's a lot 6f excitement, 
a' lot of potential in that. UAF's'are also able to do diagnosis vith 
certain kinds of individuals I 'think ^better than most othet; places, i 
think that we can effectively demonstrate certaia kinds of -skills and 
assessment, both for individuals and for systems^ but how do we best access 
that? 'Ihe whole aspect of providing input in the' planning process, "Itiput 
to the council^' is a challenge. The services provided throijgh the UAF's 
shouldn't be what^-v^ think you need, biit what you tihink you rieed, and what 
you tliink wc oan provide*. 

' I ■ . 

There's one measure 1 use to ^eterm^jfte how'well people know our 
Institute.. If somebody comes up and says, "Qjfi^ yes^ we know the University 
of Michigan, i t ' s* strictly Ivory Tower," fl hav^e to write that person's 

'knowledge .off . I k-now they have not worked us. If they havb, we get 

a different kind of feedback. How d ops /the fact that UAF's'aren't all 
theory and no substance, get into the systeirf? At Michigan, I think we have 
responded to agen^Jy requests in terms oj their needs ^nd not in terms of 

-our theoretical concept of what i-^ey should .be ne^ing. I saw son* really 
strong potential? in that. 1 will grant ^'ou tha6 some 'of tt\p UAF, people 
that. I've knownand the things that they are, into, are highly theoretical, 
but there is ^rfe^nl-Nfor that, too, as part pf . developing, approaches. If 
Michigan neefled somethi'ng like that, w6 bught tot bt ^ble to access it 
through the #ther UAF's in our region or elSewtiert^/^ . ' 

coordinatincj our coUecUve st^e^gth^i is an awesome t^sk * I was 
of our UAF's, Councils, State, Agencies and Advocates building a 
service sVstem li^ku the four wheels of. a.' car. Hopefully, we c^n get all the 
wheels md^^/.ing down tht? road in the s^me direction, i'm excited about the 
opportunity and I'm* looking ^qrwardxtor tomorrow and the discussions and 
sharing. Our Instiyite is particularly susceptible right now to new^ilirec- 
tions, charges, and new challenges tp bring us even more directly into 
impacting in the care provider system. Vte can all learn from each other. 

, \ * 

Richard Olfilier : * 

' » — — ^ — . i ^ 

» s 

1 think the- g,eneral feeling that 1 have, at this point, is that 
training is being perceived as a panacea to resolve a fairly complex and 
compl ica.tecT probl<^. Kven very narrowly defined simple problems -arre not 
eaaJ^ly resolved by training intervention. I wOuld suggest that the 
sol,ution to a fairly complex problem like this is going to be fpund to have 
a trainirv^ component. In addlti^on, it is also going to have an administra- 
tive component that will bt essential in order tor the solution to take / 
place: Needs assen«menL is not u sirtip^le process, but a very complicated 
one . It getsr a lot ot fxiopTe involved. 'Ihat's a key to the whole thing. ., 
I^''. Ufeir; program, it's tliei£ solution and theyJiave to feel as though 
t. ey HaH* some input Intc^ tlie eve.nUJal evolution ot wtiat you're going to do 

• ' ' ■ . vi 
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and Lhe soliiLiqn. Ihey have to ^buy in" so to speak. Tom's .45 caliber.^ 
diagram and the nine-step method that I made reference to 46 a ^needs- 
assessment tool, are similar. Those are some processes.^ They are all 
directlid at getting the staff involved. One of the- most powerful tools 
avaV^ble to resolving problems is^askiqig yourself the question •'What -does 
the line orglnization Jtiave at their disposal ' right now, in order to resalve 
some of the very major problems that they have?" - They don't need trainij^ 
in, a lot of cases. Ihey can resolve tholse pirbjDlems simply by balancing thfe 
consequences of their action on the job. Tbm made reference to penalties 
and rewards. You can re£er to that as driving forces and the restraining 
forced also. I would add as a kind of a -parenthetical note, from our 
experience; don't add anything to a system^ i.e., don't add more penalties 
or don't add rewards. From our experience, subtract things from the 
.system. Whenev/fef you add things, the forces of evil will add something to 
countermand it* if you're doing something right, and there are penalties 
loi doing it right, remove the penalties. If you're doing something wrong, 
and there are rewards for doing it wrong, remove the rewards. Also remov- 
^ing something from a system is a way to get things moving* 

Assessment, wtjether it*s of needs, training, or any other kind, is by 
nature a comprehensive process. I think that you've got^to involve a 
comprehensive process ta impact on ttds particular problem or related type 
problems. ' , * • 

y , • ■ • / 

Planning as a process was^just touched on during this session. I 
would like to put in a plug that 1 don't think that the ^subject of how to 
plan has been treatt^d well at this particular session. I would like to 
recommend that we take a proactive stance in planning rather than a re ct- 
ive one. 

Too many times we 5it down and start buildincj^lans around creating 
objectives for solving problems that we h^ve now rather than taking a more 
proactive stance. Let's make sure that all the bases are covered on prob- 
lems. Let's try to avoid the evolution of creating new problems during the 
whole process. I think in the development of this 'plan, it is essential to 
get into defining roles, r^sponsibilitiies and accountability. It is import- 
ant to develop a gbod scenario around the barriers that exist to the 
perfonnance and try to reduce those barrUejrs. I heard us begin to get into 
that today. That really is going to have a big payoff. 1 think wh^en you 
go back into :^ome of the agencies that you're involved with, such^as I'm* 
representing tiere today, your problem may not be perceived as tiie most 
significant problem to them. You may feel ^ little bit concerned that here 
you're trying to alter the course of something and the responsiveness o^ 
the o*ther end isn't really that big. I Wbuld say keep your time an/d 
attention .focused on your problem, and on your project. Don't be discour- 
aged. You can .make things happen. 

Eugene Guido : * ' ' . 

I was a little mystified^ you might say, wtien I got tt\e dociment that 
John Zang passed out (Appendix C) . :t l^ed ott with an evaluation of the 
law, with different interpretations of^ it. It amazes me that somebody 
hasn't Used the Attorney General of the state or the Attorney General of 
the United States to form some opinions as to what that ^1 aw means, at least 
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tor'Lhe direction oL d^toup iiku Lh'is. . L suw in UiaL* document a numt>er "of 
dlLforont ways you mi^^hti' interpret /id. If you people are befoddHed by what 
that law means, where thv! heCk 'dq you, tFITnk we are as the Tank a,nd file 
persons deliveriny t,he seryices? Further th^ij that, the gut issues.as far 
las we're concerned, and I hope that's what r'm hearing here today, is your 
conce,r^i about cralnincj methods and procec^uires that are new and are coming 
to beat in areas that are bafiiy needed. ' ' \ 

• Our union members are-,contronted on a daily basis with situations that 
tl>e,y're not trained for ,c*t alJ^ 1 had it put to me very bluntly in one 
instance. A unibn memi^r ^^id, "If I'm attacked .or threatened with -attack, 
what am L supposed to do?, Go into a corner and protect myself, by just 
cowering; so to speak, or ^] 1 supposed to. defend myself by striking back? 
If you do, you're charg eel 'with abuse, you're tired, you're penalized 'in 
some manner." 'rtiat quest ion -needs to be dealt with as a training issue, at 
least as far as we'^re concerned, but I don't know if you people feel the 
same way. . ', , • ' ^ 

• Another concern we have is job security. With the -trend o:^ taking 
peofole out ot institutions, our ■ people j ust aren't staying on staff in 
those places. You're not attracting the kind ot people you should be 
attracting to those kind of places to begin with, it's just, not ah attrac- 

. five place to wprk ^t all. . , ^ 

1 don't agree with everything that 'was said here tQday, but course, 
I'm not goirig to get into the m-thods of training and all of that business- 
because that's your cug of tea. 'Inu's about wtiat 1 got out of the session 
here today. , ' • > 



Hay Uamirez: 
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II stidrted ouL Loday wiLh- Gene Lalkiny .abq'ut seven lines that .brought 
us here in terms ot lookinq at this particul^jr section of this piece of 
lecjislation, one ot the interesting thmys about Uiis particular-'pieK;e of 
legislation is that it does bring together a number ot differen.t groups of 
people, councils, the UAF system, state agencies, public employees as well 
as private employecj^s, and then perhaps most importantly, the consumer^ the 
peoplYj that we're actually training'' or serving; 

It seems to me that this particular program doesn't have many of the 
things we talked about in terms of clout or Uie ability to mandate certain 
directions. As a matter ot fact, this particular program really brings 
wtth ii Home natural tensions among these bodies. T think this is a very 
positive tt^ioq^ In a sense, as long as Uiese tensions are there^ and are 
dealt wi±h on a day-^to-day or month-- to-mon.th basis, you're going 'to see 
"progress — you^re going to see movement. It's not always going to be the 
direction that, the council may want^ it may not always be in the dicettion 
the UAF wants or the public employp^es^ bu^ there's goirxj to be movement. ^1 
think that movement is going to be teased upon some levels of negotiation 
and .some levels ot agreement. 

This ^:onfetence tias been valuable to me so tar for a numbeir of 
.rvisons, one of wtiich is the lo<;k ^^l^ had today at assessment and planning 
i )i statt traiping^ at the compie/ity of what that can mean* When we 



examine the atratecjfiea and techniques suggested by Digk, iota and others 
tqday; 1 think we begin to realize that we're really talking about a.. very 
hi^h level, ^/ery compl,ex system. 

We can abproach developing su<ih a system based upon defiling with 
people at different* levels in terms of service delivery.-- the administra- 
tors, the very highly skilled technicians, physicians, psychologists, other 
people'at tha^ level, as well as the people who actual ly;do direct care. 
It brings,^t least to my mind, tl;ie real necessity that l^ef ore we get into 
actually inSplementing some of t^ese steps, we better take a' look at this 
picture and put it into focus. We better determine what it is we' re. trying 
to accomplish, and then prioritize it io we cad agree on which elements in 
this complex .system need addressing first. • • . 
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111. ll^CXJKSS OUTCQMlvS ' • 

heoLion .'l a . includes j5uiiiina»- ies gf the t^o small-qroMp discussion 
sessions-, he Ui» on ^-he ^epond dav-. ' in eiic/first sessipn, participants wefe 
divided into q roups, by sinqi.e funcfeionr, .i.e.. State Council represanta- 
•tives. State Aqe^ncy ancJ Union representatives and UAP representatives. 

'llio strateqy here was to qive Conference part ic i paints with similar 
tunctions and responsibilities an opportunity to exchange data, opinions, 
and to explore future actions as effected by Section 511. 

After discussing and reporting on their parochial interests, they were 
re-grouped by mixed function. -Individuals were assiqned t6 specific 
discussion qroups to provide a mix of both function and states within eac 
•qroup. /* , -.^ 

The -mixed qroups -Llien explored ways and means to coQperat ively imple- 
ment the new legislation and attain mutual goals related to Section 511. 

The training experts., who cont'ributed . input dk the first day, served 
-as resourctf persons and consultants to the group discussions on the second 
day. 

Av GROUP DISCUSSION BY SINGLE FUfvK^TlON 

1. State Council Suntnary ' J ^ . 

The group represent inq State Councils acknowledqea their confusion and 
concern with the leqislation ^irior to Mr. McNeil's presentation the first' 
day of the conf ert^nce.* Itiey reported Uiat they now saw their role as that 
of iqtluencinq and establishing policy to implement Section 511 rather than 
viewing the council as the responsible aqent for conducting a state-Wide 
personnel sKiUs assessment within tlie care provider system for the develop- 
mentally disabled, 

' From the State Council viewpoint, the new legisiat iorumandated them to' 
co-ordinate a staff development program, beginning with assessment of 
personnel skills. Carriers included the low visibi 1 ity, of the State 
Council as u "power" source. Many agencies and state department personnel 
look Of) the State DD Council as. a limited funding source and/or have little 
understanding of the Council's function. • . 

2. State Aqency Suiniiw.iry 

Thf Stale Agency grVip viewfed the new leqislatioit ,as one that was well 
intentioneci, ^ut extreme ly\comp lex to imp4ement. Since the term "assess- 
ment suggests a measuremt«nt to meet some standard or criteria, the mandate 
for « skills, assessment- in Section 511 can't be implemented until a needs 
assessment Is carried out. Section 511^ gives state agfencies a challenge 
and opportunity to integrate tighte^^^ planning into their state level 
operations. The barr-iers to implementat ion- range from lack of a 



co-()p«*rui ivv^ int.or-.Kiency proc^ram Lo lack ol tiurd data, low priority given 

to stdLL deveiopinenL and civil service or union policy reqardinq employment 

and separation procedures. \^ 

3, tJAP Sumnary . . . . » , . 

The discussants undfer-the banner bf University Affiliated Programs 
appraised Section 511 as an excellent opportunity for them to work more 
closely with the State Councils. They saw their role as important 
technical assistance in short and lonq term planning on staffing/training 
issues. The hurdle that UAP's face is their present image among may 
. councils 'and* state agencies as theoreticans rather than practical problem- 
• solverj^. . - 

TheJUAP's recognize that weaknesses and strengths within* the la^iT 
pool currently serving the developmentally <jisabled can have far' reaSntng* 
impact on the i r *curr icula and enrollment levels in pre--service proj/^ 
The UAPVs al- y acknowledged ,Lheir image as an in-service training r^ource 
coui^d be improved and they, have been accused of not responding quickly 
enough to requests for technical assistance from councils; agencies, and 
other elements within the care provider system. 

4, Sumnary ^ 

FolLowinq the qroup reports, qeneral comments were exchanged. The 
Conference members synthesized the group rfeports into' {ly a need for closer 
co-operation, (2) greater communication between all the links in the care 
provider system and, (3) a. need to rcView current assessment and evaluation 
systems being used within the ^state (or anywhere) as a model fgr wider 
utilization. 

% . ■ . ■ 

B. GROUP DISCUSSION BY- MIXED FUNCTION; REPORTS - 

In the afternoon of Cai^ference. Day #2, participants were re-grouped 
into three discussion teams. The task was tc^ develop some strategies to 
answer the question, "In terms of^'the Legislation, how can we respond in a 
coordinated effective way?" The edited reports of the three afternoon 
discussion groups are reported on the following pages -followed by the 
Reaction Panel response, selected participant comments and closing remarks- 

Group |i 

Group #1 in the afternoon session chose to present a series of three 
brief repbrts on different strategies rather than a consensus summary* 

John Zang ; 

. ■ ■ ' ' \ ■ 

A 1 irst Step m addre.ssinq new Section bll ot Public Law 95X^02 can be 
the crtMt ion o.t a Stale Council Task c'jrce to develop an overall , planning 
strategy lor getting the implemer.t-.atipn process underway. 'Itie Council Task 
Force can utilize the expertise of the U/iPVs and any technical assistance 
projects, such as the one hosting this conference, to work up an 
of^'^alional model ot action step.s* . _ 



It Lh not , likeLy thul one individual in a parLicuLdr aqency would iiave 
the time l.o keep up with so ni.ich information fronj-all of the aqencie;: 
servinq the deve lopmental ly disabled. However, it seems reasonable that a 
staff member could mairtta«ft an understand inq of one or two of the 



,Otu.- oL l.he tirsL thiuqs the Council Tu.sk Force can do is wbrk with' 
state aqencies to arrive at/def inijiions for paraprof es§ional and profes- 
sional providers within the system. They' can develop a six step recoiwnenda- 
tion to the Council that would (1) establish priority services that- "must 
*be", .assessed as soon as tirafe^-ind resources permit,) (2) collect plans 
related to staff tvaininq and assessment that miqht/be used as models, 

(3) - work> wiCh the Council to draft criteria for assessments, 

(4) participate in a Keqional Council Meetinq to exchanqe strategies and 
•criteria plans, (5) m^et with state aqencies to disseminate assessment 
standards and influence key state serjvice aqencies to act, and 
(6^ establish regular meetings with key state agency training officers to 
review plans, and progress. The Council^Task Force would report to the 

•Council on a regular basis about its activities. ' . • • 

Jerry Adams : . ■ \ ■ 

■ ' . ■ ■ .• < 

The task I was asl^ to do was to take the persptx'tive of an Executive 
Director ot a State. D.lJV Planning Council and say now 1. Would approach 
Section 511 of P.L. 95-602. However, for me i makes .a / little more sense . 
to respond as an observer of the activities of ttie State D.D. Planning 
Counci-ls and their legislative mandate. Some ot th'fe ideas presented here 
came from our group '.rather than from me. - ^ 

♦ 

, It seems to me that it would be a mistake fo# Councils to make 511 a | • 

goal to meet. Rather,^ 511 shoUld be seen as a method among many that have 

to be addressed to improve services across agency and program lines. 

'Ihe Council's role is to help improve services' via planning, eva ua- 
tion, and influencing activities. There can be a large difference in hoV 
511" is approached if it is se^n as a goal as opposed to a step in a larger 
process. F'or example, if the goal is to develop a set of plans, all that 
may be necessary- is to hire a technician to meet with some key individuals 
and- write up the plans based on their comments. On the other hand, if the- 
goal is to improve services, then a great deal of work would be necessary 
prior to and following the plan development. 

Individuals wlio have -studied human services integration and inter- * ; 
aqenc^l^ coop^^rat ion , such as Edward Bamheier and Alf red - Neuf eldt , have 
concludtxJ that mutual ^understand inq of "qoal:^ and philosophies is, a definite \ 
prerequisite to successful interaqency successes, 

For example, it would be Important to know each aq^ency's leqal mandate 
for .training, planni nq , . and service; it would also be helpful for each to 
know the annual (or biannual, etc) priorities and objectives?; for each 
aqency, and it would be qood it each agency understood how its mandatie, 
re.sources, and priorities could supplement the mission of eaoh of the 
others in the areas related .to one or twoV service priorities identified' 
the Co unci Is. 
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dgencios. if sevurdl sLdft divided Liie work load/ as suqqested by 
Bauinheier, t.htjn at least l/ie most" cr i-tical aqoncles miqhL be covered.' 



Once the nature of the ;Sha.r<?d missi'ot? is clearly understood by any 
pair of aqencjes, theVi qaps in services could bo discussed. Siqnificant 
q<lp^ in the suffic^iency of services provided 'by them in the areas identi- 
fititi as a. top priority by the Council would need to- be pddnt'ififed. Gettinq 
this .to occur presumes a rather hiqh levai of trust established partly 
throuqh a qood mutual understand inq of missions, objectives, .priorities/ 
vl imi tat ions, etc. so that a qap ■f^dvealed. by one would not be assumed to be 
caustxJ by neqliqence of ttie other. In fact, attention would need to be 
focused on the alternative causes and solutions for eaofe qap. Gaps that 
were identified as requirinq iraininq.as an important part or prerequisite 
to ,a solution would need to be s inq led out for further examination. 

llie nt^xt step would be to identify potential providers of traininq so 
that they COM Id be involved ifr the planninq prbce.^ for this traininqj 
problem. IL would alS9 be helpfuT to identify, pe.rhaps throuqh the 
,P9,tential trainers, data and assessment procedures that miqht help in the 
planning' process. Service providers, potential trainL'rs, and Council sfaff 
could develop an assessment plan £pr uraininq needed to help reduce the 
priority service qaps identified^ by the Council. The Council staff would ' 
not necessarily develop the plan, but could be facilitators of the planning 
process. • • > 

^ After the assessment plan is developed the actual assessment of the 
adequacy of the skill Ibvels of professionals and paraprof essionals may be" 
conducted by the service providers or the potential trainers. Gettinq 
professionals and paraprofessionals to aqree Lo havinq an assessment 'of- 
their skill levels may be a very' d if f icul t or impossible task and could 
fill a wtiole conference with issues 4:o solve. However, assuming that the 
service providers have the authority Lo do Uie assessments, and assuming 
that the pcjtt^ntial trainers have the political and technical skills to do 
the assessmetiLs wtiich are 'l-aUier large assumptions, then a plan to support 
training could be qenerated based orj the results from the assessments.. 
Again, Counci l statf or ttie Council itself may' not be either developing or 
paying tor the development of the plapi; rather, their role may be to 
facilitate the development of the plan by bringing the appropriate people 
together and helping to organize their time together. ■ 

Aft(?r the plan is developed, training would nec^d to be implemented 
and, hopefully, service gaps would be reduced in' the priority areas identi- 
fied by the .Council. 'Itie Council would need to monitor the process all the 
way to the step of determining if services improved — if, in fact, 
improvement, of services was the goal. ratheV tli^n just to meet the legal' 
mandate m 'jll. 

Arthur Benson ; 

Section bi\ of P. I.. ^)b-602 should be viewed as an opportunity to ^ 
develop a" short and a long term plan for manpower utilization which will 
link the overall .services npeds to a r-sponslve |i>anpower tratining system. 

The legislative mandates of the past few years are putting an enormous 
3tr<i'n\. (4n the human service delivery system, 'rtie' fragmentation has made a 
coorjlinated and comprehensive system difficult t;0'attain. 'Itie legislative 



mandlafees cannot be implemented without a planned and coordinated service 
system .coupled to •a planned and cokOrdj.nated ma^npower ut i 1 i zat ion and 
*tr^ir\inq .system^^ . ^ * ^ — ^ 

Approaciilnq^^kill assessment Vithout a conceptual fi^^amework c^uld lead 
to a* system' wriich p^?rpetuates the^ present ina'dequacies* y Vt current roles . 
are accepted as adequate^ brdken down into separate t*sks and activities 
and then assiqned to vari6us levels of workers, then therA is no opportun-w 
Ity for the system to change and indeed no implied intent Loni to change it. 

Sidney Fine of the Upjohn Institute of' Employer Research has discussed 
what he calls the developmental apprpach which I think^as more siqnifi-- 
cance for the planning function of a State Councils The focus of this 
approach is on the identification of the needs and problems of the clients, 
their families and their communities* These are then described* The 
planners .then determine the tasks 6nd activities required to meet thace 
needs. Ttiey do this without r^ard for who now carries out* the tasks or 
whether anybody is carrying them out. Finally, described activities are 
^grouped logically and then assiqned 'to various levels qf workers. One' may 
then Compare the skills available in the current system with those needed 
as 'a result of the above analysis. Using a framework, such as the manpower 
utilization levels described by Allan Roeher* in the Canadian National 
Mental Retardation Manpower Model, you could then (a) describe the overall 
traininq nee4s for a region, county or state, (b) identify iTunediate needs 
and long term needs; Some jobs require advanced training, others do not, 
(c) refine a long . term manpower utilization and training plan involving 
service and training institutions and coasumers and (d> provide leqislators 
with descriptive and quantitative information. Such informatidh coulc' be 
presented in terms of known available fiscal resources as well as iti te 'ms 
of whatVs desirable. 

^To the Council fcii(ecutive Director, the developmental/ approach has 
siqnif icance because it can provide a utilization pattern and an education-- 
al/tr>aininq pattern around which service agencies can meet and plan to-- 
qether. it is vital that carejer ladders be available not on].y to the 
professional as t^iey are now, but also tq the non-deqreed person.- 

^ * 
However, the step-*by-stf^p approach must be planned. The issues are 
complex and the qrgups concerned with the issues are many and quite often 
protective of the status quo. I anticipate that the inunediate demand will 
be to focits on the direct care workers and their short term training 
needs. It is estimated thafe 80% of the human service workers do not 
require "advanced traininq* These skill needs*, usinq the concept of 
manpower utilization at different descriptive levels, will refcietrtr^uture 
service directions as well as current. 

In tandem with the implementation o£ a developmental approach, it 
would be wise to co-ordinate seven other action steps. 

One, seek the support of key Council members who have understanding, 
Influence and vision. Look to them to support acceptance of .the develop- 
mental plan bvfc^ Council. 

Two, Identify potential barriev;s to the implementation o£ any plan and 
and see that strategies tor tackllnq these barriers are developed. - Such 



..barriers, may. Include: protessionai licensure .and* sel f interest, failure to 
inyolve pie 'right' constituency, .laak of understanding by legislators, 
acAderaic separation of personnel by degree instead of skill, and so on. 

Three, apppoach directly or through i n'.f I'uenc i a 1 Council and/or 
-cdmmuni'ty people those indi/idua.ls in organizations critical to any 
succostlful service/training aAd' manpower utilization system. 

^ Four / maintain a small representative task tbrce to assilst in^the 
stjep-by~st^p .deveJ.opment and implementation of the plan. Choose a 
chairperson able to get action and agreemefifo^ut of strong individuals. 

r ' 1 ^ ■ ' ,^ 

Five., organize with support of the tfask force an'ardvisdry group, 
perhaps a consortium' eventualfy, of concerned agencies. Make sure this 
group, i^ kept informed. Bring members on to the task force to assist with 
short term issues. 

Six, Cv^nsider the de\/elopment of a pilot or demonstration program in 
an area of the state which has tbe representative elements for a service 
traini:n<5 system. For- example Uiese elements could be: a state institution, 
a UAP, a Local union,' community colleges, group home^ volunteer settle 
agencies./ Develop a consort inn for this purpose. 

Seven, \deve lop a; plan to provide legislators with information des.igned 
to create a better understanding* of service needs and the accompanying 
manpower needs. Encouragfe all legislation creating service demands -to also 
provide supporjL for manpower devtioj^ent^ ' ^ ^ 

1 believe a coordinated service/training plan is needed if the prfea^ilt 
legislative mandates are to be met. it's imperal:ive, however, to pay 
attention to» the sources -^of influence and power whose support is essential 
i£ the plan is l,o bo implemented* Current manpower utilization nodels can 
prpvide a framework for responding to S^^ction 511. if we respond to the 
literal wo|*ds ot the Section, i believe it wil]t not lead to success. ^ 

Group IVo (Hay Hafnl<;ez) ' ' \ • • 

\x\ Grd'up 'IVo, .we pursued strategies centered around wtio needs to be 
involved, information on who the players are/ and the -^benef i ts that the 
players get from tna|<ing Section 511 implementation a high priority. 

It'j^ the' feeling of our group that, the development of an overall 
Strategy is critical to resolving the implementation pj^ocess. Since the 
State DD Council is mandated to carry g^ut the? process, under their 
auspices, a amail commi t tee should iJe appointed to carry out the 
developnent of^ background materials for implementation. 

Ihe special' committee, or td.sk force, should focus on identifying the 
key decision* makers and policy makers in the important s^ments of the care 
provider systeiu. For example, st^te agencies, uAions, certification 
gro'iJ5», .eonSLiner/advocate^g DD Cc^unciis> educatior^al agencies, UAP's, 

and Service providers. . V 



comnuttee, would Lh|n be responsible for identityiny the benefits 
or motivation factors that U^ould enlist the support of the target 
influencers. 

m 

UAP's might be approached to Bupport and work with tile State Council 
based on their desire to improve their pre-service training programs and 
expand their opportunities to develop marketable in-service programs. Ihe 
UaP's can be wooed based on improving their image in the commur^ity as 
responsive and action oriented to the public n*ed. They can also be 
attracted by the possibilities of opening 'new research challenges and 
funding opportunities, 

Stat^i agencies can be contacted and their support won over by perhaps 
appealing to the ego. The department or bureau chief can be ^sold on 
building up his status as a leader and winning recognition within the state 
for \\is position on the subject. It- can be pointed ou^i that a more 
e.fficient use of manpower means better utilization of resources and perhaps 
enable other "pet" projects of key people to be addressed through 
participation in the 511 implementiation activities 

^ Support from influencial D.D. Council members can be won through- 
appeal to benefits of the program resulting in 'more efficient use. of 
dollars an<^ people resources, as well as* improved quality of services. 

It's generally agreed among our group'^'that the key to success lies in 
the identification of .the power base within each state system and devising 
effective ways to tap it. 

Group Three (Paul Shankland) 

Uur discussion yie]]dy6 the following recommendations for the role ot 
the Council., it Was felt that the Developmental Disabil'ities State 
Councils should dticide what is to be assess^ within the Council's 
establishtid priorities. It was felt it was also appropriate for the 
Council to set a genetal strategy on how to go about assessing skills and 
training program?. This should be carried out with consultation from 
labor, from management, and with client representation. This consultation 
can takevarious forms in the different statfts. For instance, in some 
states client representation can be accomplished well by Protection and 
Advocacy whi le in others it may better be i^complished by voluntary 
associations. 

beyond assessment, it was felt that the Council cpuld alSo identify 
resources for tra^tiing at the level of coordinaU-on of tra'-ining among^ state 
agencies. This correlates well with the coordinative function ot the 
Councils, 'mey .should be able to, as a result of the assessment, identify 
training resources within vjarying state departments; private agencies and 
other aiiptigts ot the service delivery system that can be shared across 
different facets of the system, thereby reducing duplication an^^ 
"reinvention of the wheel." ' . 

It wis felt that the state ag.^^ncy ' s Cole has two main aspects; the 
first, prdvfiding the base line data for. detem\inir>g what to assess an(3 wha:t 
strategies may be used for assessment. Second, the state agencies are the 

(, 

f 
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ioylcdl ones to pertorm the actual ussosiiment . It was noted that this 
needs to be donfe frdm the top down so that inanaqemeiit skills, as well as 
hands-on skills, are ,dsiuissed. It's also recommended that the State 
Personnel Divisions or Departments not be ^eqlected in this process because 
they could offer resources in .these processes. The managemeht skills 
assessment need was emphasized as a need because there was a strong feeling 
on the part of many people that hands-on skills traini"ng often exceed^ the 
support and \notivation th^it emanates from the management system, resulting 
in ineffective service delivery that people are often tempted to try and 
remedy tlirough further training. * 

- * • *• 

IL was feiL thdL the U.A.P. couid best carry out its role by 
continuing to relate toMts training mandate and tunction as a resource 
(along with the' others) to State Councils on training related issues. It 
was £elt that the U.A.P. could provide technical assistance in p^lanning for 
the process using their experience with training issues to aid ti\e Council 
in making wel'. informed decrisions about" asi^essment .strategies .which will 
serve the delivery systems as well as comply ^with the requirements of 
Section SI 1 . ' 

'ih<? group was also involved- in a discussion ot the role of the union 
in the process. It was felt that the unions now have an opportunity to be 
proactive in being supportive and making recommendations about the 
assesssnent of skills and the development of training programs. They can 
forestall riiany future difficulties and hegotiations problems. In the past, 
the. unions have been ^ the position of reacting difficult situations 
that sometimes develop frOm empioy^^t^^^ facing unrealistic Expectations that 
result trom inadequate tr(iining. . \ * ^ 

** ». 

Union involvement in U)4s. assessment process wil J also enable them to 

assure that state administrations and^UD Councils continue to-be aware that 

as they ask employees to train for and carry out greater responsibilities 

that ther*^ a*ro fesponsit)i lit le.'^' on them as employers to respond to the 

increasuxj needs of t lie employees. - ' - 

^ • * ... 

It v/<is sqygwsted that unions ;.s<^ek membership on Uev^elopmental 
Disabilities Councils althoULfU tiie;group.^did not go into Uie detail>s ot "how 
the Governors W9uld go atx^ut ^leciding wfuch unions or union representatives 
might -be appointed to the Councils. 

C. PANtL KhACT ION ilJ GROUP* DISCUSSIONS AND Hfc;C0MfAENLiATiON»S 
Gene Handley: Introductio n 

^ '4/ 

We have covered a great deal 61 content in these two days and have, 
dis<?ussed ,a number Q,f strategies related to tlie implementation of 
Section 511. Our reaction panel will now be asked to reflect on the past 
tvo days Irom their* irKiivldual perspectives. 

jOkl^le Cohen: •» 

' : ~ ■■ ■ . • . .* • * - . ■ 

I would have to say that in pre(xiring my sumrtuy notes, I was heaj/ily 

irl luenced by the drgtinization tnal tiie group 1 was in went through, llie 



sequenciruj ot it cdine vtsry -iTiuciy £r/oin our second discussion group. 'Itiere 
s^eems to be a certain numtKir 0t issues that we have- to addrij^s. The first 
one coiiieti under l)}e hffadiny ot/ " identityin<j ." 'Itiere seem to be a yreat 
number ot subparts to that; identifying the actors atid the actors are not 
only the people, buLMihe <jictar's systems. The systems are the servlC^' 
agencies or the groups made up or the actors. We must identity the 
information on those ind /vicluals or. units, what makes them tick, where do 
they 'get theiV M&M*s, what/kinds of pressur^^i are they responsive to, and 
what kinds b*t approaches would pay off tor them. 'Itien, 'Stiii -in terms ot 
identifying, identifying /the specific people that we want to work with. 1 
heard great arguments /start ing at one end that the' action movers in the 
agency might be at sdne secondary level in the agency and we might do 
better identifying tmem than t,rying to work through the top of the system 
and bring pressure- d<4rti. 1 mentioned identifying the benefits, but it can 
be a barrier thaj/there are np mandated kinds pf interactions* and yet one 
of the positive,^pects may be that by identifying the benefits {or better 
agency ihter^tion you can build bridges to dev jiop relationships and move 
programs. ■ 'Itie last aspect I have of \dent,i f icat ion is of " the. resources. 
It includes the people resources, the doi. ir rosoucces, and other 
resources.' It "translates into much more than just fur.ds. As 1 listened to 
the second group reporting, earlier, I" was tiunkihg that one of the 
resources that can be of great profit ior uS is the union resource. Here 
is a set ot . people with a particular orientation who are here today and 
have been drawn into this discussion as a proactive rather than reactive 
step, it fit in well witli wtiere 1 was, looking at resources. 

'ir>e need to go through Uie identification process is the first part of 
an action pi c»n. ''llie second, aspect, in terms ot implementation, is the 
"development approach, a " planned approach ". The best way seems to be 
agreement that the responsibil i l y in Section 511 law is with the Council. 
How; does that get implemented? Wh^ is the strongest strategy? How 'do 
activitiesi, such as this conference, get built upon so that there is 
opportunity 'at a later point to draw on 'our common shared experiences? 



ERIC 



Tlien finally there's the aspect of " selling ." Somebody said the 
Council's role is to sell this. That may be^ There may also be some of 
thoseV" actors" we spoke of earlier who could be good sales people too 
because^ something they're trying to do could be really helped by something 
that we want done. There's need for strategy around how we present this to 
the ptiople in terms of their self interest. Tliat becomes important. 

The next step -is trhe "c ommunication link ". i think this kind of' 
Iconference Is a good example of one level^ of^settin*^ up communication 
Ps^nks. I could ,sce links within states, the same cluster of people, but 
state by state. 1 can see the same links within the systems as the 
councils across th'e region or the UAB"s around tliis conference. There are 
ditfeVent ways ot structuring, arxJ eventually you end u"^'with the network. 
It's sort of like' that Ma Bell Telephone switchboard that they show in 
their advertising. You can go a lot of different ways .to get 'from here to 
there and they facil i tate that by coordinating different .pathways. That 
facilitory kind of communication playa ^n important part in the eventual 
Implementation, , " 

\ 
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My 1 irwil ' coiniiUMiL IS LhuL i ho pioducL t hul • qenuruLes out of the 

activities here may be six very different products tailored to six very 

different states, and yet some of Uiu processwsj, some of the actors, some 

of the efforts along- the way would be verv njuch the,saine, state-by-state. 
* t 

* . 

Ray Hameriz: . ' . \ 



1 'wouiJ lik4 to beyin by discussi'ny first the meeting itself in 
general arid the, people that were broLxjht here. My first reaction is that 
this has been a very positive and learning ^perience for, me, . from a nunb^ 
of points of view. First pf all, L 't^>ink that there has been a sharing oT 
some new resources and new potential sources that we havoViot seen before, 
both in terms of wtiat we learned from the state personnel offices, from the 
unions, t r*om the tedera^ government, as well as effectively using 
consultants in this, par t icul'ar process. One thing I' have some concerns 
about is tiiat Minnesota and Wisconsin planning councils were not here. 

On an overall basis, 1 would .s.ay that one of the things I was 
impressed with was that there was a meeting being held on strategies to 
develop and implement a section of this particular piece. of legislation 
that we're engaged in. 1 wanted to. come and hear and bty a part of that and 
discuss it,. As I said^ l fbund we learned a lot^ of things with new 
resources. 1 think that as a step, in terms of further direction, I think 
that each council has a lot of its own work fc^do. I think that many of 
t^e strategies outlined by the various workers are v(iir^, similar in terms of 
direction and goals and movement that they would use. ' f-' think titiete are 
also some things that need to hap^xn at tlie regional level, 'ihejj^ could be 
^assisted by the regional of.fice or u/ a regional technical as^'^t^ince 
group, which UAP"s have always had, but councils have not. In a sense, you 
see the benefit today of having sane assistance at the ivx^ional level which 
brings together a group. Kssentially this has been a meeting which has 
been directed at UAK's. In addition to UAF's in attendance, we have 
councils, we have other individuals, but it's been directed at helping 
UAF's in terms of theit strategies toward , mo vi ng and assistance of 
Implementing 51U I think that's btM^n very benef icial. 1 think that the 
same kitid of thing wilh regional councils would also be an effective 
mechanism. 

fcini 1 io C;iiido: ' s. 



.Today's sessipn was much more illiminating tor me than yesterday: As 
indicated, we got into quite a discussion as to the union's role" and maybe 
there are some misconceptions of what the union is to begin' with. 
Generally spiftiking, the union is a reacting agency to an action by the 
employer or his designated agents. It's been felt that , since AB'SCME, for 
example, has most of th^s public employees involved,. we shouldn't have 
recognition in the job planning process in the individlial states. We have 
f» input. We have no members in your, organization and we have no input in 
anything, that, goes d^wn. W^^ere we da, where we have labor contracts, we 
react to management actions. I*t was suggested, and I think it was an 
excellent suggestion, that we ought to be about getting representation on 
the DD Councils. I'm going to loo>. into that very definitely. if i 
learned riothing else, 1 think tJi/jt's a good point erid 1 think we ought to 
bt.' nvolvt.-Kl in that. Ttje rolo of Uie union in 'Ul, ail far as I could see, 
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was Llui ^jar t that Laiked <:ibouL the maintenance of Ute employee wages and 
fringe b^eneCits. There should be guarantees of employment when^ they 
implement deinst i tutional i'zation. There should be no loss of jobs for 
those employees. , Efforts shbuld be made to guarantee the employment of 
such employees. I •thought;; also that for better delivery of ♦services we 
should talk to the people ^nli ffnd out what they want to do. It ought' to 
be an a^ssessment of v^friat stiquld be done as opposed to what is being done. 

I don't know if this hext subject has been addressed tp any large 
•degree. The subje^et of. responsibility of enforcement of decisions once 
they* re made, vn#io does it lie with? 'i,n today's sessions, it came. out that 
the DD Council should responsible for that, but in many' instances they 
don't have the wherewithal As 1 understand, DD councils are appointeSd by 
the governor and the ultimate responsibility lies there. I think that's 
where it has to go, to the governor. I don't think it can go anywhere 
else. Beyond that, overall/ the sessions were good. It's going to cause 
some action, hopefully, ^ome in our organizations that you may see in the 
immediate- future. 

Richard Miller: \ 

_ I ^ ^ 

■In general, 1 feel (,that we have been treated to a very fine^ well 
orchestrated session and I think that the two princi{)als at th/« front table 
^hould receive our praise and acoliades for that. 

Getting down to spi^e of the reactions and some of the things that 
wereh'L covered, 1 think that there was an emphasis on training and I think 
th^C that was the recison why we were here d i scuss i n^ assessing 
competencies. There obviously is another relationship goifxj on somewhere 
else where they're probably considering the larger picture/ I would echo 
sojne ol the sentiment^ pt Julie that tiiere are linkages that are required; 
you jus I can't*take t^ese thirtgs singularly as t^hey are composed right now 
and treat them in a^vacuum^ Itiere are linkages which are absolutely 
essential between thiB 'effort and overall change that you are trying to 
brirxi about. ' 

I have seen- a l^ot of^ training events and a lot of training activity 
wtien training was pr|nCipaily the only activity that was going pn* frT 
general, training, when it's done all by itseii doesn't acJcomplish anything 
at ^11. I think tlj^at there are othef competitive activities and 
partnership activities that have to be identified, and sh'^ould be 
identified, so that tney move along as quickly as training moves along. The 
training technology J the technology of how to to assess training needs, is 
so well established tHatl they could tear along at a very fast rate. They 
could accomplish that| objective very quickly. "However all the other thirjgs 
that have to happen, oln^ should happen at the same time, may not move along 
quite as well withoiiti identifying, and in sonie way enunciating; that those 
activities must occur tlie right time in the whole process. So, 1 would 
fcharge all of the cctJncils with the responsibility of identifying those 
activities, 'lliey have to occur at the same time so that the training will 
have some impact; without those other -activities, training would have no/ 
impact — that's predi ::tr^ble. There sho/ld be some guidance from tKe^ 
councils, or from sojjn<^ body of people siich as this group, to create a more 
comprehensive assessment of all th<? things that should be done in order to 



leach Uu: <J^sirt?(i result s. Kot ^-xampU;, <j.uid<* Une.s or detinitions of a more 
comprehensive approach to pl.jnrriny and vHat' is involved in'the planning, 
process itself. 1 think'we ail have elements ol what will go into the 
plant}! nc^, but hot the planniiig process itself. Guidance is^needed so that 
people will get on the same track' ot idfentityincj the missions, goals and 
objectives that are required in. the ,5i;i proce.ss; I'm not suggesting that 
the councils establish a total comprehensive planning process at the 
beginning; vvhat I v^ald like to see them do i^ create' a sj<eleton 'of what 
their planning would be; bounce thiat off some regional group, and then get 
sane kind of general agreement before they flesh it out and move into a 
more comprehensive one. < ■ ' ^. „ 

■■ - ■ , ■ ■ ' • . % . . 

t think , we discussed ve^y nicely the roles, responsibilities and the 
accountability of the councils and the UAK's-and some of . the other 
ingredient-s Involved here. L think that selling !)U' is a rtKJSt critical 
issue and sliould not be under sta ted . There is no doubt'that we cire 
enthused, but you might find out that some of the agencies which are very 
essential to the success, such as mental health -agencies , 4iave competitive 
problems going on. Either tlie mtidia, or Jegislative related activities can 
inspire their enthusiasm in diffe^rent directions than -511. I think, that 
there- has to be a fairly sophisticated, fairly comptehensive selling job 
done and that, shouldn't be underestimated. I think that we did accomplish 
the objective at 'this conference of. creatihg some guidance -in a variety of 
skills assessment alternatives and opt,ibns that people have. I would 
suggest that, in^general, the councils focus on -^^roviding guidance as to 
how this job has to We done, r^it.her than providing r'^les, regulations and 
policies as to how it will be jone. 1 would caution you tiiat you are down 
to a two variable syst^em — you,^have m^.^ods A^od you have results. If you try 
to specify both the results that you want and how people will arrive at 
those results you 'are overspeci f ying that system. You won't get the 
results that you want, or" people are going to^^ieviaCe from those methods, 
and they will be vet y- creative about doing th^t:. So, put the emphasis on 
the resi^lts that are required from 511 and allow people to do their thing. 

D. Se lected Coim ienL;; 1 torn Part' icipartts; Reaction to Panel , Day #2 
Rorj Kc)zlowski : 

Cert.iiri slate councils are at different levels Uian otlier cour\cils.in 
terms ot doing or ix;rtormii1g sonte of these training process functions at 
the present time. A conf er.**ftce like this is going to assist us in the 
sense of reassessiiVi wtiere we are, but implementing those kinds of things 
has to be done at. the state level. There are some things that could take 
place at the regional level. Among those things would be for councils to 
rtieet and assess essentially the entire legislation, as , well as 5i;l> in 
terms of how it relates to thtr <iei i very of services. In a sense, develop 
strategies tor couticils.to work^ towards implementing the entire piece ol^ 
leglslatloti. Nat,i(3naily , these kind of thitigs coyid be carried a step 
further. 1 think what would have been most helpful would have been the 
publlcdtlori ot the rules and r egu L/^t^^ons at the t^iitie t+iey were c^ue six 
months after the legislation. 'Ihen we would all be in a clearer position, 
not only in terms of 511, bi'T the total 'piece of l<^lslatioh. 'Ihose* l^nd of 
ti inqs really inhibit. I'm sure it effects some of the regional things 
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that coUlcT take piace, as weii 6s. some ot the things that need to take 
place, in each state. 

Mike, Tracy : . 

One of tjie obvious problems we have in this particular field is one 
which is probably not different from some of the other human servic.e 
fields. . A direct care' provider in Illinois might be called the direct^ 
service paraprofessionalj Michigan might call them something a Jittle bit 
different, and so on, but if we really analyze- the performances or tasks 
they are doing, 'they are really very similar. I would think, that a generic 
skills assessment is viable.. 

Paul Shankland: ^ ' 

I think it's crucial to realize Uiat in super organizational effort-s, 
and by super I don't'mean superb or excfel lent , 'but rather umbrella 
organizational efforts, many errors are made because of large groups that 
purport to represent a l^rge number of a populatitn. A regional advisory 
group,! ike that proposed, is one where there are p .tentially quite a number 
of errors that can be^ade, a lot of traps. I would augge^t very strongly, 
that a.t least in the initial stages-, as a result of 'this conference, we 
ought to facilitate the grass roots and go adl the" way up the line with 
input and ownership. Every single federal effort and -state- and -local 
effort that I've seen that's failed has ignored the actors, . ignored the 
ownership and selling aspects. Hiey said we have mandated it, so it will 
be done. 1 think hunan beings are the most complex Systems, in the universe. 
And we will find a way to subvert anything if we do not se0 we have a pjece 
of the action,' if we have not taken back that little proposed project md 
at le^st had a chance to chew on it. I think we need 'to realize that. I m 
suggesting that probably the next step ought to be some kind of ^regional 
coordination effort, but only- that. This effort ought to be in „ terms of 
facilitating and building of ownership into the system. It's, a lot of work, 
a tremendous, lot of work, but I think the end product- which you may not see " 
for a year, will be something that literally the people will be very hard- 
pressed to diar down. So I'm questioning the regiona-1 body on .this, and I'm 
also suqq(?sting tha^t the opportunity be made for structuring the inputs 
right up the line. I think the conrounication is critical hete in terms of 
moving the products up the line. I .think you need to have some pfeopXe who 
are really astute in terms ot knowing the system as well as process type * 
people, wh<? know organization, who know what things make a program click . - ' 
Give them each a body of different actors, that basically tjave respect for 
each other,' but who don't already have fixed solution and coordinate th^ir 
efforts. " \^ 

• ■ • • 

' Ben berman: 

I ihink one ot the things that 1 hear coming from the discussions 
today is that because of the tremendous diversity of the various agencies, 
until each oC the elements sees their own self-interest involved, it's 
going to be difficult to achieve some of the things we want. Our situation 
is like that of the feUow who Was the worst soldier in the army. He^ 
' failed miserably at everything and the top bras^ didn't know what to do 
with him. Finally, they called in this one officer and said, •'U>ok we have 
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Pi ivcite Smith and he is the worst soldier. Nobody can do anything with 
him. We keep transterrinq him frocn unit to unit, but he just keeps goofing 
off .ail of the time. We've had it with himl This is the last chance. See 
if you can do anything with him, if not we'll court martial him and kick 
him out 6f the army." Liow and behold in 24 hours, Pr iv«ete Srtiith is up for 
the congressional medal of honorl He's become the number one hero of the 
armed forcesl Well, the generals can't believe itl So they call in the 
lieutenant and they , say, "Lieutenant, what is this? We're putting you up 
for captain because you turned this man completely around in 24 hours, 
anith is our number one hero. How did you do^^it?" And the lieutenant 
repiie'd, "It's very simple--! handed him a gun and said, 'YoU're in 
business for yourself 1' So, I think if we can, in a sense, encourage 
ownership and investment by the ageficies and organizations in doing skills 
assessment, then we'll*be able to impleme'nt the mandate. Through the State 
DU Councils, with perhaps assistance from the UAF's, we^have to sell the 
care providers that they have something to gain. Then i think we will be 
able to mov^ forward with some of these assessments and eval'uations. We 
may-not like it, but people are asking us to be accountable for what we are 
doing. They want us to be able to generate data and defend what we ar^ 
doing in ways other than saying we are helping a lot of people. Tl)ey want 
quant ideation and they want quality . And our dollars are tied to it. So 
^ ^.^^^ t° 3t w^ys to generate that h^rd data. I think we can 

d6 it with some of the strategies that we kicked around during these two 
days and some of the comnunicatiop links that we established! 



Concluding Statement; Gene Handxc-y 

in closing, 1 would like to comment, not on the content of the 
meeting, but ort the process and the people involved. Reg,arding the 
process, we bei ieved , tha t the.moetir^g should- take the form of a 
consuUat ion/conference , .,wh.ii:;h.Vs really an attempt to provide a 
consultati^ve environment. We Ko^.' would interact and confer witli 
one another as you had access to "cqnsaltants and as you assumed the role of 
consultant to others who were here. 1 saw that- happening; 1 hope you 
experii^hced it yourself. 1 hope that this consultation conference gave you 
an opportunity to say and to do some of the things that will leave a 
positive moinory wottiiy of two dciys of effort. 

Regarding the process, it doesn't end today. For you, it continues 
when you return to your agencies and organizations to consider some of the 
options and ideas discussed at this conference. For us, we would hope that 
we can continue to be helpful to you through the grant that formed this 
conference. It charges us with the responsibility to follow up and we will 
be doing that in tWD ways. First, to develop proceedings, a document in 
which we'll try to sunrunarize tt\e positions represented at this-meeting. We 
have audiotaped all of the sessions and we will be making futurd decisions 
as to how- to use those as well. Second, we will be surveying each of you 
in a few months regarding the impact this meeting has had. What steps have 
been takenV What's happened in your state? What do you suggest be done 
next? What would you likfe to communicate back to those who, were here and 
those who were not here? We look forward to your continued participation 
with us and thank you for 'your valued contribution to thik program. 



IV, Suiroary of Recommendations \ 

/ 

At the conclusion of the two da^s, there appeared to be coi^sensus ainpng 
the Conference participants on the following points; 

A. Implementation Responsibilities 

1 The role of the State DD Cduncils will be that of developing a. . 
^comprehensive plan for and encouraging agency participation in 
the skills assessment of personnel serving the developroentally 
disabled and evaluating the impact of training on the care 
provider system. V 

2/ The actual mechanics of assessment are best hand led by ; the 
individual state agencies anc^ other provider units in the 
system. University Affiliated Prog-am staff maV be a valuable 
resource in the desiqn, admirtiStt ation, monitoring and 
evaluation ot the assessment. 

B. State DD Council; Action Steps • „ . 

The first step, should be the appointment of a small committee or Task 
. Force to develop recomnendations for council action in the areas of 
•skill assessment and the evaluation of training. Members of ,the Task 
Force should be selected from key provider agencies (e.g;, education, 
social services, mental health, public health, vocational 
rehabilitation), union and UAP representatives. 

In addition, technical assistance personnel, including private 
traininq/manpower development consultants^ may be utiUzeta bV the 
Task Force. Ihef can be employed for short periods as members of the 
Task Force when required. ^ , 

C. Task Force; Short Term Goals 

in the development of its recommendations, the Task Force might do 
the followinq:' 

*l. Identify priority services for assessment based upon state need; 

2 Identify key decision and policy makers in priority services who 
might be invited to participate in this process.. I^f';»t^^Y 
-influencers- in the system in all service ar-eas to establish a 
power base as pirt of the implementation process; 

i. Identify training resources (experts/facilities), 

State Personnel Division or Department and the Office of 
' " Leadership Develo^nt (U.S. Civil Service); 
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4. Cotlect preliminary da't a on existinq assessment and evaluation 
sLratecii;e*s as nvodels to share with Council and Agency^ 
Administfcftton; 

5. Assiqn each member df the Task Force r^spons-ibility to obtain 
data from at least one pr ior ity' service u/i^t in the system. 
Data* can include TT") qoals/objectives, (2) legal' mandates 
related to trainihq, and (3) attitudes toward training; and 

6. Develop a >eport of ' recomrtiendat ions to the Council incluSfing 
<• purpose, goals and action steps for implementation of 

recommendationa. The recommendations Will become part of the 
state Plan and may suggest the continuation of the Task Force as 
a pennanent committee on "Training and Manpower." 

Council and Traininq and ManPower Committee; Lonq Term Goals f 

As „the deinstitutionalization process continues, service requirement* 
and support systems must undergo rapid ohange. Manpower development 
priori tie.s based on the changing service needs will require an 
ongoing personnel assessment/evaluation cycle. A more proactive 
policy is required and might incluSfe the following elements: 

♦ 

L. Systematic needs assessment of clients, families and communities 
which lead to improved determinations of manpower and T«''sonnel 
training needs; 

' . * ♦ 

2. Professional task analysis and job designs based on quality care 
requirements; and 

3. Developmtint ot a meaningful Manpower Career Ladder to attract 
. ' 'personnel to the field and retain them in the system. 
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region v consultation/conference 
"developmental disabilities profess i omal/paraprofessi onal personnel: 

Skill assessment and trailing 

final agenda ^ 



Wednesday f June 27 

8-10:00 
Thursday, June 28 

8:30- 

" ' 9:00 

3:^5 

10:00 

10:15 

U:00 



12 



15 



2:00 
3:00 



3:30 



\ 



5:00 



Informal Reception at Hotel 

Opening Remarks and Introductions 
Wei come 

Section 511 - Content and Intent 
Questions and Answers* 

t.- * 

Coffee 

Current Efforts in Training and 
Ski 1 1 Assessment 

Professiional Association Per- 
spect i ve 

Lunch - "System Management 
Perspective" 

Region V Efforts to Date^. 

State Council 
UAF 

TA Projg^ct 

Ski 1 1 Assessment Strategies 

React ior> Panel : 

\-UAF ^ 

Professional Association 
^araprofess lona 1 Assoc I at i on 
St^^te Council 
Syst)^ms Management 

React lonN^anel : ^ 

UAF 

Professions^ Association 
Paraprof ess l^na 1 Assoc la t ion 
State Counc i 1 \ 
Systems Managerrt^nt 

Summary Remarks andl^\ Int ro^c t Ion 
of Tomorrow's Agjfen^ 



G. Handle^y 



6. Hand ley 

R. Vogt 

R. Kozlowski 

' R. McN^Jl 



M. Montmerlo 

R» Scheerenberge 

R. Miller ^ 



R. Ramirez 

A« Benson 

G. Hand ley 

1 . Kami Inger 



J. Cohen / 
A. Jerkowl tz 
E/ GuldoV 
R. Ramirez 
R. Miller 



J . Cohen 

A. Berkowjtz 

E- -Guido ' ^ 

R. Ramirez 

R. MlJ^ler ^ 

G. Hand ley 
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Friday, June 29 
8:'30 

9:00- 



12:00 
1 :00 
1:30 
3:00 
3:30 



'♦:00 
'♦: 15 



Opening Remarks 
^'Resources and Process*' 
Small Groups Discussions By Function 

1 . State Co^nci 1 s 

2. State ^encies/Unions 

3; University Af f i 1 iated Fac i 1 it i es 

Lunch 

Reports By Groups 

Small Group Discussion By Mixed Functlo 
jj^port^ By Groups 

Impact of »Strateg ies/Recommendat ions 
Panel Response 

UAF . ^^^^^ 

Paraprofessional Association^ 
State Counci 1 
Systems Management 

Discussion and Conclusions 

Closing Mknarks and Adjournment ' • 



G. 
J. 



Handtey 
Nava 



J.. 
E. 
R. 
R. 



Cohen 
Guldo 
Rami rez 
Miller 



G. Hand ley 
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Executive Director 
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Dr. Kenneth Swiatek , ' 
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Cynthia Brantner 

Exec^utive Director 

DD State Planning Cquncil 

Interdepartmental .Board for Coordination o,f 

Human Services Programs 
State House 
Room 117 
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Suzanne Sturgeon 
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Developmental Training Center 
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Dr. Michael Tracy 
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Developmental Training Center 
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John Zang 
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Senior Training Planner 
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Robert McNei 1 
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INFRODUCl ION 



riie Developmentdl nisdbflities Assistance}^ and Bill o£ Rights Act of 1978 
stipulatos that state plans for developmental disabilities must provide 
for an assossnient of the adoquacy of the skill level of staff sferving the 
develDpmen tally disabled as well as the adequacy of state plans and programs 
suppiorLing the training of such staff. Accomplishing this requirement * 
necessit<Vtes clarification of dt least four factors: (1) the intent of 
.the legislation; (?) tlie Michicjan State Planning Council's position on 
planning for training (the CfiUfjcirs position has been clarified and is 
included herein); (3) state plans and programs supporting training; and 
(4) the State Planning CoLmcil's role in JIfcessing the adequacy of skill 
levels ^nd state plans <ind programs. This section of itho- State Plan for 
Developmental Disabilities reviews each of these facto>s>^identif ies 
specific needs for complete clarification, and concludes with performance 
goals for achit^ving i f ication and meeting the mandate of the law. 
The" perform.^e goa>s in^sllcateahe State Planning Council's general intent 
and direction^bvvards dssfoina the adequacy of skills and state plans and 
programs during fiscal yeaK,T^O. 
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?y^L?ij!?'^ 1^1 *s Amen ded bV Section 511 of tKe Develop mentaT 
Di sabi 1 lt1 es Ass 1 stance and BJl l of^Rj^gi^^ ^ 

The Act stipulates that; 

"The [jtat^ plan must provide for— 
"an assessment of the adequacy of the skill level of 
professionals and paraprofesslonals serving persons with 
developmental disabilities In the State and the adequacy 
of the State programs and plans supporting training of ' 
such professionals and paraprofesslonals in maintaining 
the high quality lof services provided to persons with 
developmental disabilities In the State." 

The draft regulations promulgated pursuant to P.L/95-602 have not 
provided clarification as to state planning councils' specific 
responsibilities under this provision. Since it Is not anticipated 
that final rules, will provide additional Infonr.Jitlon and because 
development of , reasonable Interpretations will b» time consuming, 
the Michigan State Planning Council will begin immediately to Interpret 
the provision. * . » 

The following interpretations of the provision's various parts Illustrate 
the provision's vaaueness and the need for a careful and thoughtful 
approach to determining its meaning. 

'* [state] plana met provide for" 

The appropriate interpretation of thts phrase is critical 
because it will determine the Sj^ate Planning Council's level 
of involvernent in the assessment of skill levels and state 
plans and.proqrams. This phrase cftuld be interpreted to 
mean thati (1) state planning councils must actually perform 
an assessment; (2) state planning councils must include in 
their ^tate plans a methodology for such an assessment; or 
(3) state planning councils must include in their state plans 
an assessment but not necessarily ont that is conducted by 
' the statesplanning coupcil, i.e.. performed by various 

departments and/or agencies responsible for personnel serving 
the developmentally disabled and the training of sucK personnel. 

"aeaeaamwit of the adequacy" ^ ' , 

This phrase could have the following implications for eacti 
target of assessment: 

(1) "ekill level" State planning 'councils could: 

1 

(a) perform task and performance analyses of every 
professional and paraprofessional serving the, 
developmentally disabled; 

(b) examine job descriptions, assume that staff > 
possess the skills required by the job 
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descriptions, and determlKle If^job descriptions 
require the adequate sMils for>sery1ng the 
developmen tally disabled; or V 

7 ' \ ' 

(c) request each agency to assess the adequacy of 

the skin level of its staff serving the 

developmental ly disabled and provide the 

• state planningVouncil with the results. 

... t) 

(2) "State pi'QgramB". State planning councils \could: 

(a) identify elements essential to any program providing 
training 'to staff serving the developmental ly disabled 
and determine If agencHes responsible for training 

I have included such elements in their program(s); 

(b) perform evaluations of state training programs; or 

(c) use the results of evaluations conducted \by those * 
agencies responsib'le for training staff serving the 
developmentaVly disabled. 

(3) "State plana^f State planning councils could: 



(a) identify elements essentiaWto any plan sujpportlng 
the,tra1n1na of staff, servTW^ the developmentany 
disabled and determine if state agencies responsible 



for training have Included sucli elements In their 
plans; or \ ' ' ' 

(b) in cooperation with each state agency* responsible 
for training staff serving the developmen tally 
disabled, identify essential plan elements and 
determine if the pi ins meet the criteria developed. 

'iprofeaBioml" and "paraprofesaioml" t 

Functional definitions of these work categories that appl-y to all 
:state agencies do not exist. State planning councils could: 

(1) define the work categories so that they apply to all agfencies.; or 

(2) have each agency which provides services to tht developmian tally 
disabled d.ef1rje each term. v 

In both al teri>at1ves, state planning councils could decide ^that 
only professionals and piraprofessionals employed as state civil 
servants would have their skill levels assessed for adequacy. 

.... \ » 

State planning councils must also decide if agencies which serve the develop- 
» dentally disabled but have neither training plans nor programs should somehow 
be included in the assessment process. That is, should state planning councils 
Identify those agencies which should have training plans and/or programs but 
do not? 
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The foregoing interpretations of the provision's parts are «ot intended 
to be exhaustive but rather to underscore the ne«W for a careful and 
thoughtful analysis. Certain interpretations, for example, may require 
far more resources than are available to not only state planning councils 
but other state agencies as well. 
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Michigan State Planning CouncU's Position on Planning for Training 



The Michigan State Planning Council believes that careful and thorough 
planning Is a prerequisite to successful training programs anrd that a 
plan or program document is an integral part of any training effort. 
The pe»*sonnel assessment provision of the Developmental Disabilities 
Assistance and-Bill of .Rights Act is an opportunity for the State 
Planning Council tp assist state departments in developing plans ,and 
programs that more effectively provide trained personnel to help meet 
the needs of the developmental ly disabled. 

* 

Plans and programs for training staff that serve the developmental ly 
disabled should reflect deliberate decisions regarding goals, objectives, 
strategies, and evaluation. A complete plan or record of these decisions, 
however, is^ sometimes sacrificecf because of limited time and resources. 
Agencies are sometimes inclined to develop strategies or 'training curricula 
without'^ocumented needs or written objectives. Evaluation of the training 
effort is then hampered because there is no record of what the curricula 
were specifically intended to accomplish. Such a sketchy approach to 
training could lead to costly duplication of ineffective strategies. ' 

The Michigan State Planning Council seeks to do more than simply judge 
training plans and programs to be adequate or ' i nadequate. Where complete 
plans or programs do not exist, Ihe Council intends to work with departments 
to develop a well defined approach L? address their training needs. This 
portion of the Per*$onnel Resource Development Section emphasizes the need 
for-both training plans and training programs and identi f ies the essential 
elements of such a plan or program. Together, these elements forin a 
framework for developing criteria to assess the adequacy of training plans 
and programs' during fiscal year 1980^ 



Alexander Braun recently indicated in the Tra ining' and Develo{?meat Journal 
that organizations engage in training for three principal reasons:' 
(1) to accommodate to personnel growth and turnover; (2) to prepare 
employees to perform'newly-created duties and responsibilities brought 
on by changes, in organizational objectives, sti;:uctures, laws, policies, 
and new technology; and (3) to improve the ability of employees to " 
perform p'resentnac -future duties more effectively. The extent to which 

*^*an organization achieves these goals, however, is greatly influenced by 
the thoroughness of its planning process. For example, the federal 
government spent approximately $24.5 mill.ion in 1976 on short term 
managerial and supervisory training, yet little or nothing is known 
dbout whether the benefits derived were worth the expenditure. 2 Braun 
has implied that an effective training nieds analysis would ^have greatly 
assisted the government in determining the benefits of its training' 

•* programs. 3 Hovyever, a trainifng needs artalysis is ,but one essential step 
In planning 'for training. The planning process for developing training 
ictivUies should Include^ at a minimum, the following steps: 
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(}) determine needed skills; (2) assess the available skills; 

(3) determine training needs using the prior two factors; (4) assess 

available training res"Durces; (5) formulate goals and objectives; 

(6) develop strategies Or standards statements which describe specific 

performance required to reach each objective; (7) select appropriate 

teaching strategies; and (8) develop an evaluation system. 

An effective training effort, however, not only requires a planning 
process but also a plan. A plan is basically a reflection of the ^ 
planning process. It might also.be considered a record of the results 
of decision-making conducted at each step of the planning process. 
Thus, a plan is a set of decisions regarding goals, objectives,, resources, 
strategies, an'd evaluation. jy^ • « 

There are at least three advantages to preparing a plan document:^ 

(1) Prpviding a guideline . Well-stated phns are an asset 
to project' staff. Knowing the purpose and direction 
of a project reduces anxiety and facilitates decision- 
making. 

(2) Supplying information . Well-stated plans minimize 
confusion by communicating project intentions to those 
not directly involved. Those interested in replicating 
the project would also find such a plan helpful. 



(3) Forming a base for evaluation . Before one can evaluai 
the success of a program, one must be able to diagnose 
the presence of a problem and to define goals indicati' 
of progress in ameliorating that condition.' A well-st«ted 
plan provides goals and objectives or a base for evaluation. 
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A plan for training should, at a minimum, contain the following components: 



(1) results of a performance analysis; 
(Sr^bjecti ves ; x.. 

(4) strategies or performance standards for determining 
when each objective is achieved; 

(5) resources (including a budget); and 

(6) an evaluation procedure. ^ 

The characteristics and significance of each of the pi art, components are 
provided below. ,' . 



( 1 ) Results of a Performance Analysis 



Developing valid objectives for a training program requires an 
assessment gf the skills and knowledges required for task 



'■i 



APPENDIX C 



proficiency as well as an assessment of the skills possessed 
by individual employees*8 A performance analysis examines 
the difference between what the employee is capable of doing 
and what is intended for him/her to be able to doP The 
difference or gap between actual abilities and performance 
and the required skills and knowledges for task proficiency 
provides the necessary information for determining training 
needs and objectives to meet those needs. 

Alexander Braun e^nphasized the importance of a performance 
or training needs analysis by contendi ng. tha t the succe^jSful 
application of training depends upon it. 10 "Unless .the' .proposed 
training serves to meet legitimate organizational and/or personal 
needs and objectives, training will probably not be imjDjIemented 
and funding allocated to it m^ybe wasted." , 'j 

The results of the [performance or training needs analysis, should 
appear in the plan for training for two principal reasons. Firsit, 
such information gives credibility to the training objectives. 
Showing that training needs are based i!ipon a rigorous task analysis 
and an assessment of what employees are capable of doing gives 
relevance to the pirogram. ■ Secondly, the inclusion of suTrh results 
in the plan allows the training needs to be readily refereficed as 
the proc|ram is continuously ovaluted. Initial evalucition studies 
may indicate that the program H r)ot addressing the training needs 
and that (^bjectives and strategies should be modified* 

C?) Goals ■ . . 

, Goals or qoal statoments reveal an organization's general interest 
A and dir-eclion for meeting demonstrated neods. Frequently, needs 
statements themselves are ^used as "goals or rephrased and translated 
into goals. 11 Such genera'l , abstract statements are the first step 
irt a logical progression toward meeting needs. Goal statements are 
necessary because objectives alone often do not communicate the 
purpose of such a specific action. For example J2 in response to*c 

- a need for cooperatirtg with a newly established advocacy system, 
a Iiunian service agency develops an Objective that specifies that 
within the nei^ six months, agency staff will provide advocates 
with a background summary of 10 percent of the clients the "agency 
"and advocacy system have in common. This objective, however,^ could 
be an attempt to roach any one of the following g oals : 

to Increase knowledge <dn<l support of the. agency 
philosophy and programs among the staff of the 
advocacy system. 

To increase mutual knowledjge of each other's common 
goals among agency. staff and advocates. 

To establish a communication system for ongoing 
exchange of information among, the staff of the 
agency and the s,taff of the Advocacy system. 



' (2) 
(3) 



APPENDIX C 



Goal statements, then, give relevanceno objectives. Without 
goals, objectives may ^eem random and confusing. 



(3) Objectives 
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Objectives are those steps necessary to achieve a goal J ^ Objectives 
are clear and precise statements that Indicate both measurable 
achievements and time limits for reaching them, "they are the most - 
crucial part of the program plan, for if they are well stated they 
make it possible to ascertain, through various evaluation procedures, 
whether progress is being made toward goa'ls. , . . A well written 
objective most be behavioral , outcome, oriented , and time 1 inked . "^^ 
Without cUarly stated objectives, confusion about program outcomes 
is inevitab^le and evaluation is all but impossible. 15,16,17 

(4) Strategies 

The next level of detail in a plan is stratnies or performance 
standards. Strategies or performance st^(nda. ds outl ine the 
procedures necessary to reach the objectives and describe what 
will actually be done in a project. 18,19 it is at the strategies 
Jevel that training curricula, for example, would be described.. 
To be effective, strategies " . , . must specify who will implement 
the strategy, what procedures or techniques, will Ee~used, how they 
, will be implemented and when and where they will be carrie^ut. "*0 
The specificity that strategies add to the other plan components" 
not only helps administrators, program statf, and others und^rstanl 
the direction of a traintng program, but also helps the evaluator 
determine whether or not project Objectives and/or strategies need 
revision to meet client needs. ' ^ 

(5) Resour ces 

«. 

The major resources for any training effort are staff, money, 
materials, space, and time. Although dedisiT)ns regarding all of 
these resources are usually reflected in a plan's goals, objectives, 
. strategies,,, and evaluati on -procedure, combining such decisions in 
the form of a budget is useful for fnternal planning and program 
implementation and/or management control. A budget can: (1) assure 
that program objectives can be efthieved with a specified amount of 
dollars; (2) provide program managers an opportunity to monitor 
, expenditures and develop plans for improving operational results; 
.and (3) provide executive-management the ability to hol<l program 
managers accountable for expenditures and performance achievement. 

Regardless of the type (li)ie Item, program, or performance), a budget 
can assist program managers in achieving their goals and objectives 
in a cost efficient manner. 
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(6) E vdlu ation 

Simply stated, evaluation tells the program manager if the' training 
program is meeting its objectives and how well the results are. meeting 
the training needs. 21 Evaluation is more than determining succjess or 
failure; it is a systematic and continuous part of planning and ' 
program implementation. 22,23,24 Rose injiicates that there are three • 
essential phases, in evaluating a training programi^o (i), evaluation 
of the training plan; (2) evaluation of the process of instruction, 
including perio dic evaluation of instructor performance and student 
achievement; andTS) evaluation of the results, of the program as 
.indicated by performance on the job of those who ^have ione through 
the program. Rose's notion of continuous evaluation ife illustrated 
by the following outline of training. evaluation. 26 

' The Plan ^ 

.Evaluation of: 1. Instructor qualifications 

, 2. Occupational analysis and training needs 

3. Objectives 

4. The course of study and lesson plans 

5. Instructional materials 

6. Training aids and equipment 

7. Examination - . ^ 

T he Process 

Evaluation of: 1. The application of learning teachin|| 

. • principles 

^ ' 2. Progress toward objectives Indicated 

*by student achievement, attitude, 
^' and .performance 

The Product " * < 

^ - ^ ,.. , 

Evaluation of:. 1. Periodic evaluation of the performance 
^ : of graduates on the job 

' ■ ' " ^ 

The training plan document should include an evaluation plan'that 
identifies the elernents to be evaluated and the' evalgation techniques 
and standards.. Including such information in the training plan can, 
for example, provide an immediate ch6ck for the meaSurableness of 
stated objectives and strategies. There is almost an intrinsic 
relationship between Evaluation and pro^T^ani planning and describing . 
that relationship in the plan documentMielps program managers and 
eveluators understand each other's requirements and responsibilities. 

Finally, an evaluation plan assures prograrp executives and the public 
t-^idt program managers are concerned about improving- cost effectivenss, 
improving the quality of training, providing a meaningful assessment " 
Of training, and identifying and making recommendations about training 
policies, philosophies, procedures, and methodologies. 
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^ state Plans ^nd 'Pr*oqrams Supportirfg Train in g of Staff Ser ving the ' 
" Dftve I opmental 1 y Pi sab l ed — 7^ 

J • 



M revtaion of thio oubae&tion hae been poatported^until the varioue ngeruyifia 
mntioned in Dvaft TI have submitted aorniehta) ^ • ^ • 
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The. Role of State PI anni nig Council in Addr.^ssiriq the Personnel .Assessment 

Th|^ichigan State Planning Council intends to involve, to the extent 
possible, the^forementioned departments in the process of assessing- 
the adequacy or staff skills, training 4)lans , and training programs. 
A thorough assessment of ^.taff skills and state plans and programs will 
be time consuming. Significant amounts .of information are not presently 
organized so as to f^ciliate such an assessment. •• Involvement 'of all the 
departments will enhance not only the possibility of a meaningful assess^ 
ment but also the probability of departments improving their training 
efforts. . • 

The Council intends to coordinate these efforts and prov,ide technical , 
assistance in such areas as d%veloping appropriate models for develpping 
a training plan, developing criteria to assess the adequacy of staff skill 
levels and i>tate pla/is und programs, and coordtnating overlapping training 

efforts. ' . ' ' 

'■"t ' ... 

In order to do the job well, the Council will undertake only what is .■ ' 
practical. This requires a careful review of what needs to be done and 
the establishment of specific goals for this year. The Council does not 
•intend to evaluate all employees working with developmental liT'lHirttTeH^K.;^ 
persons in the State. To do so would be to plan for failure. Such an 
evaluation is hot practical. The Council intends to develop a model' 
which can be used to, plan training activities and to work with State 
agencies in improving existing tra^nfng programs. All of the state 
agencies- included in this section currently plan. for and deliver st^ff ^ 
inservice. training. The Council wi-11 work with the agencies to assure • 
tinat programs providing services to devel.opmental ly disabled persoos 
recognize i^ot only-^the nedd for training but also the n6ed for a training 
plan document ancT evaluation of. tFiUfplanning and program processes, 
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Perf orindnce GqaU for .Fi scat Year • 1.9/9-BO 



1. To trdnslate the "professional assessment" provision. of the - 
Developmental Disabilities and Bill of Rights Act so, that 

• measurable objectives are formulated. 

2. ^ To work with Departments of Mental Health, Education, Social 
" Services, and Public Health to collect specific information 

regarding each Department's training efforts as th6y apply to ; 
staff providing services to developmental ly disabled persons. 

3. To develpp pVanning models for training staff serving the 
, developmental ly disabled. 

4. To develop a model plan documeat for training staff serving the 
developmental ly disabled. 

5. To work with the Departments of Mental Heath, Education, Social . 
Services, and Public Health to develop crUeri£ for judging the 
adequacy -of the skill level of professionaU and paraprofessionals 
serving the developmentaHy disabled and the adequacy of state 

\ plans and programs providing trai.ning for such staff. 

6. To provide the Departments of Mental Health, Education, Socfal 
Services, and Public Health with recommendations for improving 

J their training efforts as a result of the collaborative assessment. 

7' To promote an exchange of information between departments involved 
in limilir training efforts for professionals and paraprofessionals 
serving the devejopinental ly disabled. 

8. To determine the involvement of departments pther than the Departments 
of Mental Health, Education, Social Services, and Public Health i-n 
training professionals and paraprofessionals serving the developmentaHy 
disabled, 

4 

9. "To wofk with the Departments of Mental Health, Education, Social 
Services, and Public Health to assess tne adequacy of the skill level 
of professionals and paraprofessionals serving the developmentaHy 
disabled and the adequacy of state plans and programs providing 
training'for such staff. 
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SUMMARY OF PROGRAM EVALUATION 

CONSULTATIQN/irONmENCE ON^SKILL ASSESSMENT AND TRAINING 



0 



I am aff I Hated wl th: 

DD Councl 1 . . 

State Service Agency . . 
Federal Ageacy . . . . 
Professional Association 



Participant Comments Results 
(25 Quesst lonnal res Returned) 



V25 - 16%' 
6/25 - 2k% 

im - ^% 
0/is - Q% 



J 



\ 



Parapi^ofessional Association .. 1/25 = h%. 
University Affiliated Facility 10/25 - km> 
Other . 3/25 - 12% 



No Response 



I. My role Is that of a(n): ^(Multiple responses - 30) 



Administrator ...... li«/30 - ki>.ii% 

Tralneh 9/30 - 30% 



Other 7/30 

hjo Response 1 



23.3% 



Helpful 



Not Helpful 
1 



NR 



I would rate the information 
presented as ........ . 



11/25 



13/25 
52% 



1/25 



0/25 
0% 



'0 



I would rate the d i scuss ion 
as ' . . . . . 



V3/25 

^'52% 



12/25 
i«8% 



0/25 
0% 



0/25 
0% 



0 



I think future meetings of 
this issue would be 



l6/2i« - 
66.6% 



12.5% 



16.6% 



k.1% 



In general I would rate the 
program as beipg 



12/25 



1/25 



0/25 
0% 



J ■: V :■ 



0 



The next level of ^l sc uss Ion regarding these Issues should be conducted at the: (3(!^*i*is^onses) 



National Level .W 2/30 - 6.6% - Local Level ; l/3p » 3.3% 

Regional Level 3/30 - 30% Other 0/30 - 0% 

State Level 18/30 - 60% • No Response 1 
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. APPEND liX D continued 

CONSULTATION/CONFERENCE ON SKILL ASSESSMENT AND TRAINING 
Parti ci pant I Comment 6 Results 
Page Two | 



^. The most helpful presentation /discuss ton was: 

'I ^ 

R. Miller 8 

7 
6 

J* Ndva 3 



(30 Positive Listings) 



Group Discussion 

- ^ 

M. Montemerlo ^ 



Reaction Panel 
T. Kraml i nger 
Region V Reports 



2 

2 • 

2 



9./ The least helpful pTe^i^ntat ion/di scuss ion was: (16 Negative Listings) 

T. Kraml inger 9 ^ Reaction Panel 1 

R, Scheerenberger k Region V Update I 



M. Montemerlo 



1 



10. Comments regarding meeting/lodging facilities: (20 Positive/6 Negative Comments) 



Excel lent 

Very Good/Good 

Faci 1 i ty too far 
f r:om a 1 ^?0^^f^ 



II 



Rooms cold' 
Expensive 7 



1 



11 



Comments on meet ing>Drgdn izat ion and content: 



Wei 1 Organized/ 
Very Good 

Chairman's leader- 
shlp/f lexibUlty of 
-staff 



13 



(30 Positive Comments) 



Diversified content/ 
►assortment of 
speakers 5 

Timely conference 3 



\Z. Other comments: 

Too many lectures 
first day 

Plarini ng/Evaluat ion 
not deal t wl tfi 



(10 Negative Comments) 



Att i tude of Feds 
toward legislation 

Wisconsin and Mlnne-- 
s|^ta Council meinbers 
not present 



I 



State PUnning Council ai^d Adminutration of Plan . 

' "(i) (A) TU pUn must ftomdejor the atahtiahment of a StaU Planning 
^ Council, tn aeeordance mtk teetion 137, for the assiffnment to the Council 
of pertoh, el in iueh numbert and with 9wh mtalifieations as the Secretary 
ieterr inta to he adequate to enable the Counexl to carry out its dvties under 
that stetion, andjor the identification of the personnel so assigned. 
, "{B) The plan must designaU the State agency or agencies .whi4^ shall 
administer or supervise the administration of the State plan ^nd, there 
is more than^one sv^h agency, the portion of such plan xchich each uktl 
administer (or the portion tU adminutration oj which each will supervise). 

"(CO The plan must provide that each StaU agency designaUd under 
,svbwiragraph {B) unll make such reports, in such form awl containing 
tiuh information, as the Secret^ may from time to time reasonably 
require, and will keep sv^h records and afford such access thereto as the 
SecreUwyfinds necessary to verify such reports, 

"(A) The plan must provide for suchfuscal control and'fund accounting 
procedures as may be necessary to assure the proper disburseTnent of And 
amounting for funds paid to the State uridfir this part. ' 

^ "DescripOon of Objectives and Servi^ 

"(S) The plan miut— 

"{A) set out the specific objectives to be achieved under the plan and 
a listing of the programs fmd resources to be used to meet such 
objectives; 

"{B) describe {and prornde Jor the review annually and revision of 
the description not less often than once every three years) (i) the extmt 
'^,)pnd scope of services being provided, or to be provided, to persons 
unth developmental, disabilxties under such other State plans for Fed- 
eraUy assisted State programs as the State conducts relating to educa- 
tion jor the handicapped, voc^ional rehabHUion, vublic assistance, 
medical assistance, social services, maternal and child health, crippled 
♦ children's services, and comprehensive health and mentai health, and 
under such other plans as the Secretary may specify, and (ti) how 
funds alloted to the State in accordance with section iSt wUl be used to 
complement and augment rather than duplicate or replace services 
Jor persons with developmental disabiliiies which are eligible Jor Fed- 
eral assistance under such other State programs; 
. "iOyjpr each fiscal year, assess ana describe the extent and scope 
of (htwiorily services {as defined in ieetion W2{8) {B)) being or to be 
provided under the plan in the Jiscal year; and " 

"(Z)) establish a method Jor the periodic evaluation oJ the plan's 
s^ectiveness in meeting the objectives described in subparagnapn (A), 

**Uh oJ Fur^ "t, ' f 

"(5) The plan must contain or be iuppoH^d ^by assurances Misjactory 
10 the Secretary that-^ * - 

"(4) the junds paid t& fhe Siaie under se^tUm tSt will be used to 
make a significant contribution touxtrd strengthening serviuf Jor 
persons with developmental d/isabUities through ageticies in the various 
pcliHcalnhdivisimsofthsStaU: ■ . . 

FRir "A^ junds will be made availabU by the StaU'to 

E^ta PwHe 9r nonftrofit vnvale sntities,' • » 



"(C) suehjunds ^id to the StaU under seetum 182 will be uW to 
■ tupplmsnt and to xrierease the level pfjunds that would otherwise be 
madt availabUJor the purposes for whch FederfU Junds arc prmded 
and not to supplant such nonnFederal Junds; and 

"(D) there will be reasonable StaU financial prlicipa^ in the cost 
of carrying ouCthe Slate plan. 

"Provision of PrwHty Services 

"U)iM The plan must— * t 

"(?) provide Jor the examination not less often than once every three 
years oJ the rrovision, an4 the need Jor the provision, in the State oJ 
the Jour different areas oJ priority services {as defined in section 
10gi8)m;and . ~ 

"(ti) provide Jor the development, not later than the second, year 
year in whidi^Junds are provided inder the plan aJUr the date of the 
enactment oJ the Rthahiliiaiion, Comprehensive Services, and De- 
vdopminiM Disabilities Amendments oJ 1978, and.the timely review 
* ana region of a compreherutive stateunde plan to plan, finarui^ 
support, coordinaU, and otherwise betUr address, on a statewide and 
comprehensive basis) unmet needs in the State Jor the provision oJ at 
ledsl oneoJUu areas of priority services, such area orareAs tb be spec- 
ified in the plan, and \fU the option oJ the StaU) Jor the provision oJ an 
additional area of services Jor the developmentally disabled, such 
area also to be specified in the plan. ^ 
"(5)(i) Except as provided in clause (ui),tA« plan must provide tha} 
not less than $100,000 or 65 percent of the amotnU avaiJabU to the State 
under section ISt, whichever xs greater, will be eayfanded, as provided in 
clause (it) ,/or service activities in the areas oJ services specifieain the plan 
under subparagragh iA)iii). ... .o, j 

"(ii) For any year in which the sums appropriated under section 131 ao 
not exceed — , , 

"(/) $60,000,000, not less than $100,000 or 66 percent of the 
„ . amount available to the StaU under section ISB, whichever is greater, 
must be expendedjor service activities in no more than two of the arMS 
oJ services-specified in the plan under subparagraph {A)iii), and 

"(I I) $90,000,000, not less than $100,000 or 65 pertent of the 
amoiint available to the StaU under section 139, whichevtr is greater, 
must be expended Jor sfrvyee activities in no more than three o; we 
afects oJ services specified in the plan under subparagraph XA) (tt) . 
"(tit) A StaU, in order to comply with clause '{J) Jw afitcol ytar be- 
grinning kejore January 1.1980, xs not required to reduu ilf amount 
whjch xs available to it under section ISS and which is^xpended jfor pton- 
ning activities below t^i amount so expended Jor planning oetmtM tn the 
. preoeding fiscal year, if substantially the remainder of the amount at»M- 
liable to the State, which is expended Jor other than administratm, xs ex- 
upended Jor. service activities in the (we<M of services specifi^i tn the plan 
under subparagraph (il)(tt). For purposes of this clause, expenditures 
Jor planning activities do not inclwU any expenditures Jor servue www- 
ties (as defined in cUme{xv)), . , , . ..... , 

"(tt>) For purposes of this subparagraph, the term 'sermee actintus 
includes, with respect to an area oJ services, vrovision of servm »»' 
ar^a, model service programs in the area, actmties to inerease the Mpacxtv 
qf institutions and agencies to pirmde services in M« area, eooramaimg 
uie prwisim oJ ssrmes in the area with (hs provisum oJ other sermeu. 



60 

r\ 

itreaeh to indimduak Jor Ou^dmsion of semeet in tk$ area, the train- 
if 9* ptrwKMl to pnoidc sehfiees in the area, and wnUar activitiet 
ngntd to expand the rue and a\>ailabilUy of services in the area. 
"iO Notvnthstanding subpanufraph {B), upm the applieaiian of a 
aU, the Secretary, purtuant to regulations which the Secretary shall pre- 
nbe, may permit the portion of the funds which mvst otherwise be ez- 
ruU4(under the StaU plan fot^serjriee activities in a limited number of 
fas ofl services to be expended for service activities in additional areas 
service^ if he determiius that the expenditures of the State on service 
i^viHes in the initially svecified areas of services has reasonably met the 
^fa|^hose senues in ihc^ StaU in comparison to the extent to which the 
edfcr svch additional area or areas of services has keen met in such 
aU. Such addihonal areas shall, to the maximum extent feasiHe, be are 
'**Av'^5«**^"f 0/ J>non<y services {as d^nedin section mi8){B)). 
"(XT) Ilu plan must provide that special fpnaneial and technical as- 
stance shall be given to agencies or entities providing services for persons 
th developmeriUU ditalnlities who are residents oj geographical areas 
signated as urban or rural poverty areas. 

^tandardsforProvisionof Services and Protection of Rights of Recipients' 
J of Services 

rf^^ provide that services furnished, and the 
edxtus w which they are furnished, under the plan for persons with 
mopmental disabilities urill be t'lT accordance with standards pre- 
libwUbydu Secretary in regulations. 

"(tt) 5^ plan mitfi provide saMsfaetory assurances that ' buildings 
id xn connection with the delivery of services assisted under the plan wtU 
et standards adopted purtuant to the Act 40 Aumut 1£, 1968 (J^ 
.S,0.4t6tHHi7) {known as the ArehitecturalBarrters Act of 1968). 
"(B) The plan must provide that services are provided in an indi- 
iualued manner ionsittent with the requirements of section tl» {relating 
habiiitation plans). 

"{C) The plan must contain or be supported by assurances satisfactory 
the Secretary that the human rights of all persons with developmental 
^abilities {especially those persons without familial protection) who are 
eimn^f treatment, services, or habiiitation under programs assisted under 
s title will be proUeUd consistent with^section 111 {relating to rights of, 
developmentally disabled). 

''{D) The plan must provide assurances that the State has undertaken 
trmaiive iteps to assure the participation in programs under this tiUe 
indimdualt generally representative of the povulalion of the State, with 
tiieular attention to the participation of memoes of miiumty gr<mps. 

6 1 . "Prufettional Assessment and Evaluation Systems 4— 

"(tf) The plan must provide for-^ 

"{A) an assessment of the adequacy of the skill level of professionals 
and parapr^essionals serving persons with developmental disabili- 
t^*'is m the State and the adequacy of the Slate programs and plans 
gRJQPJwrrtty training <j/ such prqfessionals and paraprofessionals in ♦ 
t^^mtwtaxntng th4 Aw4 fuality ^ tertfiees provtdid to persons mth 



"UtUizatipn of VISTA Personnel; Effect of DeinstUutionalixation 

"{7) (A) The plan must provide for the maximum utUixation of aU 
aoailcMe eommvnily resources including voluiUeers serving under the 
Domestic VolunUer Service Act of 1978 {Public Law 98-1 IS) and other 
apptopriaie voluntary organizations, except that such volunteer services 
shoU sup^ement, and shall not be in lieu of. services of paid employees. 

"(B) The plan mvsi provide for fair and equitable arrangements {as 
determined 6y the Secretary afUr cons^tUation with the Secretary of 
Labor) to protect the interests of employees affected by actions under the 
plan to provide alternative tommunity living arrangement services {as 
defined in section 102{8) {E)) , including arrangements designed to preserve 
employee rights and benefits and to provide training and retaining of 
such employees where necessary and arrangemenis under which maximum ■ 
effort^ wUl be made to guarantee the employment of such employees. 

"Additional Information and Assurances Required by Secretary 

"{8) The plan also must contain stich additional information and 
assurances as the Secretary may find necessary to carry out the provisions 
and purposes of this part.". > , .. 

(6) Section lS3{d){l) is amended by striking out "for such vurpose" 
and inserting in lieu thereof "for the total expenditures for suehpurpOH 
by all of the StaU agencies designated under subsedhn {b){l){B) fm- the 
administration or supervision of the administration of the State plon' . 

(c) Section lS3{d){») is amended by striking out "during the fiscal 
year ending Juni SO, 1976" and inserting in lieu thereof "during the 
previous fiscal year". ■ 

atATM fiuitjfiyo OOVVOtLt j 

Sxc. 61$. (o) Subsection (a) of section 1S7 is amended to redd as 

follows: ... 1 It 

"(aim hkich StaU which receives assistance under this vart shqll 
estahtish a State Planning Council which will serve as an advocate for 
persons with developmental disabUities {as defined in section WB{7)). 
The members of the StaU Planning Council of a StaU shall be m<nnUd 
bjf the Oovemor of the Slate from among the reAdenU of that StdU. The 
Oovemor of each State shall make appropriate provisions fjtr the rotatwn 
of membership on the Cmincil of his respective State. Each State Planning 
Council shall at all times include in iU membership representatives' of 
the principal State agencies, higher education training faeilities, load 
agencies, and nongovernmental agencies and groups concerned with 
services to persons with developmenicd disabilities in that State. 
"(«) At least one-ha^f of the membership of each such Omnnl sh4M 

consist of persons who-^ ^ . . . _ 

'^{A) are persons with developmental disabilitus or jx^^'^jf* ft 
guardians tif tieh persons, or J[ 
"(/?) are immediaU relatives or ouardians of persons mth 
menuiUy impairing developmental disatUities, 
who are not employees ofaStiu agency which receives fumis or provUtes 
serviees under this part, ioho are not managing en^loyees {as ^m in 
section il86{b) of the Social Steurity Act) 9f any ojAtr «n«Uy v)h\eh 
i^. ^ ^^MM ^WgQ under this naH. ind who w^e fMpmrn 



"^^^ m«n6CT» 0/ (A« CouneU described in pamgnpK (f )— 
aInltlUe on^"' *^ pertotu vnth developmental dii- 

. "(Kfo ««Jea«< on«.(Airrf «Aai/ 6« indivuhaU deecribed in sub- 
wanrapK (B) of para^aph (2), and "^iTat Uast one of such 
xnimu iOls shaU be an xmmediaU relative or guardian of an insti- 
tHt\}nalised verson with a developmental disability.". 
(6) S^c^wn /57(6) is amended to read as Mows: 
(*) EacK^tf PtaUing Council sKaU— 

"(/) develop jointly vnth the State ager^j or. agencies designated, 
under seetwn lS3ib)il){ff) the State plan required by thi part, 
'Swn/I^/^* *P««i/^«^»o'» oj areas oj services under section 183 

"{2) monitor review, and evaluate, not less often thaft^nually, 
themplemeniatioT.ofsuchStaUpldn; *^ 

"(3) to the maximum extent feasible, review and comment^n all 
. iitate -plans in the State which reUUe to programs affecting persons 
with devdopmental disabilities: and m j i- 

"(4) submit to the Secretary, through the Governor, such periodic 
eeporU on xts activUies as the Secretary may reasonably request, 
and keep such records and afford such access thereto as the Secretary 
finds necessary to verijy*such reports.". 
(c) Section 137 is amended by striking out subsection (c). 

I SPECIAL PnOJBCT ORAXT^ 

^ Sec. 13. (a) Section 146 is amended— 

ON (/) by inserting {particularly priority services)" afUr "otherwise 
I improving services" in subsection (a)(1); 

(g) by striking out ", .including programs" and all that follows 
through the semicolon at the end of paragraph U) of subsection (a) 
. and inserting m lieu thereof and"; 

(5) by striking out "subsection (</)" in subsections (e) and (f) 
and insert^ m heu thereof "subsection if)" each place it appears; 
,J^K ^ ^f<^}^"^ting subsections (6) through U) as subsections 

, (a) through (h), respectively; 

(6) by inserting after paragraph (/) of subsection (o) the following 
{and redesignating paragraphs (i) through {$) of subsection (a) 

• ' as paragraphs (1) through {S),- respectively): 

{2) demonstrations {and research, training, and evaluation in 
connection therewith) for establishing programs which hold promise 
of expanding or otherwise improviiig protection and advocacy 
JnlSKm f/S) '° protection and advocacy system {described 

"(b) Grants provided under subsection (a) shall include grants for-^" ; 
a/rta 

(6) by inserting before subsection {d), as so redesignated, ihp 
^ follomng new subsection: • ^ 

"(c) The Secretary shall establish procedures to insure participation 
of persons with developmental disabilities and their parents or 'guardians 
xn determining priorities tb be utilized by the Secretary in making grants 
tinder thu section:*. 

W. Sec'ion 146ik). as amended by subsection (a) of this section,' is 
^*^jS"^ \') hf finking wi "and" at the end of paragraph (7), {2) 



$y striking out the period at the end of par^iaraph {S) and inserHng t» 
lieu thereof and'\ and (5) by adding at the end thereof the JolUncing 
' new paragraph: ^ ' •. 

"{9) developing or demonstrating innovative methods t6 attraet 
and retain professionals to serve in rural areas in the hesitation, 
of persoj}^ jwxth developmental disabiliti$s.". ^ 
(c) Section li5{j), as so redesignated, is amended (/) by striking out 
"and" after "1977,", and {2) by inserting before the period the following: 
$20,000,000 for the fiscal year ending September 30, 1979, $22,000,000 
for the fiscal year ending September 30, 1980, and $26,000,000 for the 
fiscal year eruf^ng September 30, 1981". 

TECBNIOAL AND CONrORUHfO AUgNDUSHTS 

■> 

Sec. 514. (a) Section 112 is amendM — 

(7) by striking but "after September 30, 1976," in subsection (a); 

(2) 6y striking out "Such" xn subsection {b){3) and inserting xn 
lieu thereof "The") and , 

(S) by strikina out "an" be/ore "objective criteria" in clause {B) of 
subsection V, * 

(6) Section 134 " amenOl^^ 

(1) by striking out "CONSTRUCTION," in iU headtng, 
{2) 6y striking out "{a) " in sisisection (a) , and 

(3) by striking out subseetion (b). ■ ' 

(c) Section 135 is amended — ^ 

(1) by striking out "CONSTRUCTION" in iU heading; 
if!) 6y striking out "{a) " in subsection {a) ; and 
(5)'% striking out subsection {b). 

(d) The heading to part Cis amended to read as follows: 

"Part C— Grants fOR Planning and ProvIsioh or Services for 
Persons with Developmental Disabilities" 

EtrECTIVE date 

* Sec. 516. The amendments made by this title shall apply to payments 
under title I of the Mental Retardation Facilities and Community Mental 
Health Centers Construction Act for fiscal years beginning on and after 
October 1, 1978. 

And the Senate agree to the same. . 

That the Senate recede from its disagreement to the amendment 01 
the,,House to the amendment,of the Senate to the title of the bul and 
agree to the same with an amendment as follows : 

In lieu of the matter proposed to be inserted by the House amona- 
ment insert: 

An Act to amend the R?habilitarton Act of 1973 ej^tj^d ; 
certain programs established in such Act, to establish a 
community service empldymcnV P^GRTft»" for handicappca 
• individuals, and to jirovide comprehensive services lor 
independent living for handicapped individuals, to omcnfl tno 
Developmental Disabilities Services and FacihUes Con- 
struction Act to revise and extend the programs under 
Act, and for other purposes. . O / 

a And the Senate agree to the same. ' 



